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I.  BACKGROUND  AND  PURPOSE 

On  May  18,  1970,  the  Board  of  Supervisors  of  the  City  and  County  of 
San  Francisco  voted  to  adopt  a  resolution  accepting  a  gift  of  $19,610  from 
the  San  Francisco  Foundation  for  use  by  the  Human  Rights  Commission  in 
conducting  a  study  of  what  happens  to  people  who  don't  get  hired  after 
applying  for  a  job  or  after  enrolling  in  a  training  program  in  the  San 
Francisco  Civil  Service. 

The  San  Francisco  Foundation  is  a  community  foundation  established  in 
1948  which  extends  grants  principally  for  welfare  and  welfare  planning, 
hospitals,  education,  health  and  mental  health,  culture  and  the  arts,  and 
conservation  in  the  San  Francisco  area. 

The  need  for  this  project  is  emphasized  by  empirical  evidence  which 
indicates  that,  although  total  minority  representation  in  Civil  Service  is 
fairly  good,  large  numbers  of  minority  employees  appear  to  be  concentrated 
in  the  lower-status  jobs  and  the  percentage  of  minority  group  members  who 
are  currently  working  is  much  smaller  than  the  percentage  of  minority  group 
members  who  apply  for  Civil  Service  positions. 

The  study  is  aimed  at  discovering  if  the  discrimination  between  those 
applicants  for  employment  with  the  city  who  are  hired  and  those  who  are  not 
is  based  on  the  ability  to  do  the  job,  or  if  it  is  based  on  other  determinants 
such  as  race,  cultural  background  or  other  non- job-related  factors.  The  study's 
thrust  is  toward  the  San  Francisco  Civil  Service,  since  it  is  one  of  the  largest 
employers  in  the  area  and  is  a  public  agency  with  the  responsibility  of  providing 
equal  opportunity  for  all. 

The  main  body  of  this  survey  is  a  series  of  tables,  broken  down  according 
to  the  ethnic  identity  of  the  applicants,  with  explanatory  notes  on  the  results 
of  the  examination  process  of  each  job  classification  chosen  for  the  project. 
However,  the  scope  of  the  report  has  gradually  enlarged  to  include  not  only  the 
mortality  rate  at  each  phase  of  the  examination  and  recruitment  procedure,  but 
also  (l)  specific  and  repeated  complaints  about  certain  aspects  of  that  procedure, 

(2)  general  background  information  on  Civil  Service  policies  and  programs, 

(3)  reasons  why  so  many  applicants  who  are  qualified  by  Civil  Service  to  take 
an  examination  never  show  up,  (4)   the  relative  ranking  on  the  eligibility  list 
of  those  minority  group  members  who  do  pass  the  testing  process,  and  (5)  re- 
commendations for  changes  in  policies,  practices  and  procedures  which  may  be 
detrimental  to  the  best  interests  of  both  the  Civil  Service  and  the  community. 

It  is  because  of  these  expansions  in  the  original  aim  of  this  study  that 
the  research  into  some  employment  programs  in  the  private  sector  for  comparison 
purposes  has  been  deleted.  The  study  of  the  San  Francisco  Civil  Service  Commi- 
ssion is,  in  itself,  a  major  undertaking  and  the  addition  of  one  or  two  private 
programs  which  would  be  dwarfed  in  comparison  to  the  City's  recruiting  functions 
would  not  provide  a  representative  balance  for  the  reporto  This  survey  remains, 
therefore,  totally  concerned  with  the  City  and  County  of  San  Francisco  Civil 
Service  Commission. 
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II.        SAN  FRANCISCO  CIVIL  SERVICE  ORGANIZATION  AND  PROCEDURES 

There  are  approximately  23,000  permanent  positions  established  in  the 
Civil  Service  not  including  certificated  personnel  in  the  Board  of  Education. 
In  addition  to  these,  there  is  a  very  large  number  of  temporary  positions,  so 
many,  in  fact,  that  the  exact  number  is  not  known. 

According  to  Civil  Service  estimates,  about  907<>  of  the  permanent  posi- 
tions are  filled  through  the  regular  Recruitment  and  Examination  process, 
about  87»  through  the  Limited  Tenure  (or  LT)  office,  about  l7o  by  Non-Civil 
Service  (NCS)  appointments  and  about  l7o  remain  unfilled.   For  the  temporary 
positions,  the  percentages  of  unfilled  jobs,  LT  and  NCS  appointments  are 
much  greater.   This  is  due  basically  to  the  larger  turn-over  in  the  tem- 
porary work  force  and,  of  course,  the  fact  that  these  positions  can  be  very 
shortlived. 

A.  The  major  avenue  of  employment  with  the  CSC  is  through  the  regular 
testing  program  of  the  Recruitment  and  Examinations  Division.   It  is 
this  office  which  is  responsible  for  setting  the  final  requirements 
for  the  position,  based  on  the  class  specification  (an  official  des- 
cription of  duties  and  suggested  requirements)  and  other  factors  such 
as  recent  changes  in  the  position's  responsibilities  or  availability 
of  qualified  applicants.  These  requirements  and  other  general  infor- 
mation are  then  made  public  in  job  announcements  or  "scopes". 

Next,  applications  are  accepted  and  are  checked  over  or  "experted" 
to  determine  if  the  applicants  are  qualified  according  to  the  terms 
of  the  announcement*  In  some  cases,  especially  when  there  are  large 
numbers  of  applicants  expected,  a  "preapplication  card"  is  used 
instead  of  the  complete  form;  this  card  is  a  statement  by  the  applicant 
that  he  meets  the  requirements.  Those  who  pass  the  written  examination 
are  then  asked  to  fill  out  the  complete  form  and  are  screened  for  the 
required  qualifications  either  at  that  point  or  at  the  oral  interview. 

When  the  full  forms  are  used,  those  applicants  who  do  not  meet 
the  requirements  are  usually  notified  as  soon  as  their  application  has 
been  checked.  Those  who  do  qualify  are  all  sent  a  "credential  card" 
on  the  same  day,  notifying  them  of  the  time,  date  and  place  of  the 
examination. 

This  examination  takes  the  form  of  a  written  test  or  an  oral 
appraisal  or  both;  in  addition,  athletic,  performance  and/ or  medical 
tests  may  also  be  required.  Usually  the  written  and  oral  exams  each 
contribute  to  the  total  score;  however,  in  some  cases,  the  oral 
contributes  nothing  to  the  score  but  must  be  passed  in  order  for  the 
candidate  to  be  placed  on  the  list  of  eligibles.  Athletic,  perfor- 
mance and  medical  tests  are  also  "qualifying  only".  An  exception  is 
the  new  recruiting  program  for  H-2  Fireman  where  the  athletic  test  is 
to  be  scored. 
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A  technically  complicated  system  insures  that  no  one  will  know  which 
test  belongs  to  which  candidate  until  after  the  exams  are  corrected.  This 
awkward  procedure,  along  with  many  others,  is  necessitated  by  the  requirements 
of  the  City  Charter  in  regard  to  Civil  Service.  The  written  exams  are 
administered  under  a  common  set  of  guidelines  so  that  the  testing  environment 
will  be  as  uniform  as  possible  for  all  the  candidate. 

Oral  interviews  are  conducted  by  boards  generally  consisting  of  3  members; 
these  members  are  usually  supervisors  of  the  classification  being  interviewed 
for,  or  CSC  staff,  although  qualified  personnel  from  other  civil  jurisdictions 
and  the  private  sector  are  often  called,  especially  when  the  oral  appraisals 
are  for  upper  level  jobs. 

In  the  oral,  candidates  axe  rated  not  only  on  their  education  and 
experience,  but -also  on  their  personal  traits  and  on  overall  evaluation 
of  fitness  for  the  position. 

The  result  of  these  procedures  is  a  list  of  eligibles  who  have  passed 
all  portions  of  the  examination  process  and  are  ranked  according  to  their 
scores. 

These  procedures  are  basically  the  same  for  both  entrance  and  promotive 
examinations.  A  promotive  exam  is  for  City  employees  who  have  passed  probation 
(usually  6  months)  in  a  permanent  position  that  has  been  designated  as  a 
"next  lower  rank"  for  that  particular  examination;  for  instance,  a  1652 
Senior  Accountant  examination  would  be  open  to  all  those  who  had  passed 
probation  in  class  1650  Accountant,  provided  that  they  met  the  other  require- 
ments. An  entrance  exam  is  open  to  all  persons  who  can  meet  the  requirements 
regardless  of  whether  or  not  they  work  for  the  City. 

For  promotional  examinations,  however,  each  candidate  usually  receive 
a  maximum  of  50  points  for  "Ascertained  Merit"  and  a  maximum  of  50  points 
for  the  length  and  value  of  his  tenure  with  the  City.  These  bonuses  may  be 
changed  slightly  one  way  or  the  other,  but  they  always  add  upto  100  points. 
In  order  to  attain  the  maximum  "ascertained  merit"  bonus  it  is  only  necessary 
to  have  never  been  suspended.   These  devices  give  those  who  have  worked  the 
longest  in  the  most  directly  related  positions  to  the  classification  applied 
for  a  small  edge  over  their  rivals.  Since  CSC  controls  the  maximum  value  of 
the  points  awarded  for  tenure,  this  could  be  used  for  or  against  a  particular 
employee  or  group  of  employees.  Promotional  lists  of  eligibles  are  inserted 
into  the  records  before  any  existing  entrance  lists  for  the  same  position. 
This  benefit  is  aimed  at  helping  to  provide  a  form  of  job  security  and  extra 
advancement  potential  to  City  employees. 

This  list  is  then  sent  to  the  certification  office  where  the  paper  work 
of  who  is  assigned  to  which  position  is  carried  out  according  to  various  rules, 
the  most  important  rule  being  that  the  eligible  on  the  top  of  the  list  must 
be  offered  a  position  before  the  next  eligible.  Since  they  have  a  bearing  on 
subsequent  sections,  some  of  the  procedures  of  this  office  should  be  explained 
here. 

Permanent  requisitions  (job  orders  for  those  positions  for  which  funds 
will  always  be  available)  are  used  for  the  eligibles  on  the  top  of  the  list; 
when  the  last  permanent  requisition  has  been  used,  the  next  eligible  is  offered 
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a  temporary  position,  that  is,  the  money  for  the  job  may  not  necessarily 
be  renewed  in  the  annual  budget.  The  permanent  requisitions  carry  certain 
other  benefits  such  as  a  health  plan,  sick  pay  and  vacation  (after  six 
months)  and  tenure  after  the  probationary  period  is  passed. 

Immediately  after  the  list  is  adopted,  the  eligible  may  ask  that 
he  or  she  not  be  offered  a  position  in  certain  departments.   This  is 
to  cut  down  on  waivers  of  appointment  (refusal  of  certain  positions) 
because  of  a  dislike  of  the  department  the  position  is  in. 

Related  to  the  problem  of  waivers  of  appointment  is  the  operation 
of  Rule  21  of  the  Civil  Service  Rules.   It  stipulates  that  for  certain 
classes,  an  eligible  may  be  removed  from  the  list  if  he  waives  a 
permanent  position.  This  is  designed  to  force  the  candidate  to  accept 
the  job  offered  and  is  used  in  those  classes  where  CSC  has  been 
chronically  unable  to  fill  all  the  positions.  Eligibles  for  other 
classes  are  allowed  to  waive  a  permanent  job  once  and  are  removed  at 
their  second  waiver.   There  is  no  penalty  for  waiving  temporary 
positions  unless  the  eligible  is  restricted  to  a  temporary  appoint- 
ment only  for  some  reason. 

B.  When  it  is  impractical  to  give  a  test  for  a  certain  position 
or  when  the  regular  Recruitment  and  Examination  Division  cannot 
provide  enough  eligibles  to  fill  the  vacancies  in  a  certain  classi- 
fication, the  Limited  Tenure  section  comes  into  operation.   For  some 
job  classes,  however,  the  authorization  to  make  an  LT  appointment  is 
given  to  the  department  in  which  the  vacancy  occurs.  This  is  true  for 
positions  where  there  are  employees  in  the  next  lower  rank  who  can  be 
promoted  and  in  some  professional  entrance-level  jobs  in  the  Department 
of  Public  Health  and  the  Department  of  Social  Services.  Also,  some 
Civil  Service  units  are  exempt  from  the  authority  of  the  LT  section 
because  of  their  location;  these  are  Hassler  Hospital,  Sunol  and  Hetch- 
Hetchy.  In  addition,  the  New  Careers,  Urban  Beautif ication  and  Neigh- 
borhood Youth  Corps  programs  have  the  power  to  make  their  own  LT 
appointments.  Finally,  no  LT  appointments  can  be  made  to  the  Municipal 
Court  either  by  the  Limited  Tenure  section  or  by  the  department  itself. 

When  a  vacancy  occurs,  the  department  sends  a  request  to  City 
Hall  for  an  eligible  in  the  position  which  is  vacant;  this  request  or 
"requisition"  must  be  approved  by  the  Controller's  Office,  Mayor's  Office 
(with  some  exceptions)  and  the  Payroll  Section  of  Civil  Service.  The 
approved  requisition  then  arrives  at  the  certification  office.  If 
there  are  no  eligibles  on  a  regular  CSC  list  and  the  department  does 
not  have  LT  authority  in  that  particular  case,  the  requisition  is 
released  to  the  LT  section.  The  Limited  Tenure  division  then 
certifies  an  appointee  to  the  requisition  and  sends  him  or  her  to 
work  in  the  department.   These  appointees  must  meet  most  of  the  require- 
ments that  are  asked  of  regular  CSC  applicants  for  the  position,  but 
not  necessarily  all  of  them.  There  is  no  written  examination  required 
for  an  LT  appointment  but  a  typing  or  stenography  test  is  administered 
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to  persons  seeking  LT  appointments  as  typists  or  stenographers. 

Officially,  selection  for  LT  appointment  is  on  the  basis  of  quali- 
fications and  need.  A  large  file  of  LT  applications  for  various  positions 
has  been  amassed  and  most  selections  for  appointment  were  expected  to  come 
from  among  these.  What  has  developed,  however,  is  that  essentially  the 
departments  have  been  doing  their  own  LT  hiring.  Since  the  departments 
know  when  a  requisition  has  been  submitted,  it  is  no  great  task  for  them 
to  send  applicants  of  their  own  choosing  to  fill  out  an  LT  application. 
These  applicants  are  known  as  "referrals"  since  they  usually  are  accom- 
panied by  a  written  request  from  the  department  asking  the  LT  unit  to 
certify  them  to  a  certain  requisition  which  hasn't  even  reached  the  LT 
office  by  then.  Coupling  the  fact  that  the  LT  division  will  not  turn 
down  a  qualified  applicant  just  because  a  department  sends  him  in,  with 
the  heavy  workload  which  almost  completely  prohibits  serious  recruiting 
by  LT  staff,  it  is  no  wonder  that  the  LT  unit  has  become  little  more  than 
a  clerical  extension  of  the  various  City  departments. 

While  this  is  a  general  trend,  there  are,  of  course,  exceptions  such 
as  the  fairly  recent  insistence  that  for  certain  classifications  the  LT 
division  will  not  be  as  lenient  in  certifying  departmental  referrals  and, 
since  the  offical  policy  of  the  unit  is  to  give  preference  to  minority 
group  members  whenever  possible,  the  percentage  of  ethnic  minority  members 
holding  LT  appointments  is  very  good,  though,  as  with  the  regular  appointments, 
these  seem  to  be  concentrated  in  the  lower  status  jobs. 

Those  employees  who  have  LT  appointments  may  be  bumped  from  their 
jobs  by  an  eligible  from  a  regular  CSC  list.  Also,  they  do  not  have  all 
the  benefits  of  permanent  employee  such  as  a  retirement  and  health  plan. 

C.  Then  there  is  the  emergency  or  Non-Civil  Service  (NCS)  appointment. 
These  appointments  are  made  by  the  departments  when  a  position  must  be 
filled  immediately  to  maintain  vital  services.  An  authorization  for  each 
NCS  appointment  must  be  given  by  CSC  before  the  departments  can  fill  the 
position.   These  appointments  are  good  for  90  working  days  only  and  NCS 
employees  have  no  rights;  they  may  be  bumped  by  limited  tenure  appointees 
or  dismissed  by  the  departments. 

Often  the  departments  use  the  NCS  appointment  in  a  gambit  to  do  their 
own  hiring.  They  hire  an  employee  NCS  and,  near  the  end  of  the  90  day  working 
period,  send  him  to  the  LT  section  asking  that  he  be  certified  before  the 
90  day  period  is  up.   Since  the  employee  would  not  be  paid  for  work  done 
after  90  days  and  the  LT  section  has  not  been  given  enough  notice  to  recruit 
a  new  man  with  better  qualifications,  it  is  trapped  into  certifying  the 
employee  as  a  Limited  Tenure  appointee.   This  practice  has  been  dealt  with 
by  the  LT  section's  recent  change  of  policy  regarding  NCS  appointments  in 
certain  classifications;  all  NCS  appointments  in  these  classes  are  subject 
to  immediate  review  and  replacement  by  LT  appointees  supplied  by  the  Limited 
Tenure  office.  This  has  cut  down  considerably  on  the  Departments'  ability 
to  do  their  own  hiring,  but  has  not  eliminated  the  practice  entirely. 
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D.  A  specially-funded  section  of  CSC  called  New  Careers  administers 
Federally  financed  programs  to  employ  the  poor.   The  name  comes  from 
the  first  program  that  was  undertaken,  the  New  Careers  Program  of  the 
(Federal)  Department  of  Labor.   This  two  year  program  involved  supplying 
part-time  training  positions  for  disadvantaged  youth  while  they  attended 
college.   This  project  was  completed  on  June  30,  1971  when  63  of  the 
104  trainees  were  placed  in  regular  Civil  Service  jobs.   32  are  per- 
manent Community  Health  Workers,  8  are  permanent  Social  Service 
Technicians,  16  are  LT  School  Aide  Ill's  and  7  are  LT  Library  Technical 
Assistants.   It  is  hoped  that  the  difficulties  preventing  the  LT 
employees  from  being  made  permanent  will  soon  be  overcome. 

The  New  Careers  section  has  obtained  new  operating  funds,  this 
time  from  the  Youth  Training  Program,  an  instrument  of  the  Concentrated 
Employment  Program  (CEP)  of  the  EOC.   The  New  Careers  staff  feels  that 
this  program  is  more  effective  than  the  original  New  Careers  Program, 
since  it  is  easier  to  administer  and  has  more  immediate  and  more  pro- 
fitable results  for  the  enrollees. 

E.  Civil  Service  has  one  outstanding  problem  and  most  of  its  other 
troubles  derive  from  it.   The  problem  is  the  inability  to  fill  job 
vacancies  quickly  through  the  regular  testing  program.   The  many 
built-in  delays  and  time-consuming  operations  in  the  examination 
process  coupled  with  an  acute  lack  of  staff  have  combined  to  create 
the  present  backlog  of  400  examinations  that  should  be  given.   Because 
of  all  the  vacant  positions  represented  by  these  400  examinations,  CSC 
has  had  to  rely  heavily  on  the  LT  appointment,  an  emergency  device 
created  during  World  War  Two  when  manpower  shortages  were  critical. 
This  forced  dependence  on  LT  has  brought  its  own  problems  and  CSC 
has,  in  the  past,  tried  to  abolish  the  system,  but  this  requires  funds 
for  a  much  large  staff  which  have  not  been  forthcoming.   The  problems 
attendant  upon  the  LT  system  are  the  creation  of  a  large  number  of 
Limited  Tenure  appointees  deprived  of  the  benefits  of  regular  City 
employees  (although  they  can  acquire  sick-pay  and  vacation  leave  after 
1  year  of  continuous  service)  and  the  bumping  of  LT  employees  who  may 
have  been  performing  well  in  their  positions  for  years  when  a  test  is 
finally  given.   Since  an  LT  employee  need  not  meet  all  the  requirements 
for  a  position,  often  that  employee  is  barred  from  taking  the  test 
when  it  is  opened  for  examination  because  he  is  not  fully  qualified. 
Needless  to  say,  these  conditions  create  an  atmosphere  of  extreme 
distrust  and  animosity  which  does  nothing  to  improve  CSC's  ability  to 
perform  its  functions. 

Standing  with  the  lack  of  an  adequately  sized  staff  as  chief 
causes  of  the  backlog  is  the  examination  process  itself.   While  many 
of  the  delays  imposed  upon  the  system  come  from  the  CSC  rules  which 
can  be  changed  in  a  relatively  easy  way,  some  major  impediments  are 
found  in  the  City  Charter  which  can  only  be  changed  by  a  referendum^" 
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The  major  cause  of  delays  in  the  examination  process  is  the  protest  procedure. 
It  has  been  estimated  that  between  207.  and  40%  of  each  staff  member's  time 
is  taken  up  in  dealing  with  protests.  When  requests  for  the  reconsideration 
of  a  denied  appeal  are  included,  one  individual  can  hold  up  an  examination 
(with  oral)  twelve  times.  While  the   right  of  protest  is  necessary  to 
protect  the  individual  candidate  from  oversights  and  mistakes  by  CSC,  the 
present  abused  system  is  detrimental  to  the  best  interests  of  the  vast 
majority  of  applicants.   The  Charter  also  allows  the  inspection  of  the 
answers  to  the  written  examination  by  the  candidates.  Since  test  security 
is  one  of  the  requirements  of  professional  test  developers,  this  prevents 
CSC  from  using  standardized  written  examinations  and  tends  to  force  the 
Recruitment  and  Examination  Division  to  develop  a  new  examination  after 
each  test.   In  many  cases,  however,  classifications  are  continously  tested 
for  and,  while  different  forms  are  used,  the  answers  to  the  questions  tend 
to  become  general  knowledge  among  certain  groups  of  applicants.   This,  of 
course,  defeats  the  entire  purpose  of  the  testing  program  and  the  validity 
of  tests  which  have  been  open  to  public  inspection  must  be  seriously 
questioned. 
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III.  METHOD 

A.   In  order  to  implement  the  study,  it  was  necessary  to  choose  a  number 
of  the  positions  (or  "classes")  in  the  City  work  force  for  analysis.   The 
first  criterion  in  the  selection  of  these  classes  was  to  insure  a  broad 
range  of  types  of  positions.   Obviously,  a  study  which  deals  solely  with 
management-level  classifications  or  only  with  the  janitorial  services 
would  be  useless  in  analyzing  the  organization  and  procedure  as  a  whole. 
Secondly,  there  should  be,  when  possible,  an  adequate  number  of  minority 
group  members  among  the  applicants  to  insure  statistical  significance  in 
the  results.  However,  since  the  selection  of  positions  was  over  a  wide 
spectrum,  it  became  necessary  to  set  aside  this  second  criterion  in  order 
to  study  those  areas  which  now  have  few  minority  employees. 

In  addition  to  these  theoretical  considerations,  there  were  also  a 
number  of  practical  problems  in  choosing  the  most  useful  classifications. 
Certain  classes  which  would  have  been  exceptionally  well-suited  to  the 
purposes  of  the  study  could  not  be  utilized  since  there  were  no  tests 
scheduled  for  those  jobs  within  the  1  year  time-limit  of  the  project. 
Although  records  of  past  examinations  are  kept,  they  generally  are  not 
complete  enough  to  meet  the  needs  of  this  study.   This  is  sometimes  the 
result  of  the  method  of  notifying  qualified  candidates  of  the  written 
examination;  for  instance,  the  pre-application  card  which  the  applicant 
files  may  be  mailed  back  to  him  as  a  "credential  card"  informing  him  of 
the  time  and  place  of  the  test.  As  a  result,  there  is  no  list  of  those 
who  were  qualified  but  did  not  choose  to  participate  in  the  examination. 
In  addition,  the  time  elapsed  since  the  exam  was  held  may  mean  that  a  large 
number  of  applicants  may  no  longer  be  living  at  the  addresses  they  gave 
when  they  applied  for  the  job.  Certain  other  tests  are  given 
continuously  so  that  it  xs^  possible  to  obtain  complete  records  for  those 
classes. 

Finally,  since  various  screening  processes  are  used  by  CSC,  the 
study  has  attempted  to  select  classifications  which  reflect  these 
different  methods. 

In  general,  a  major  types  of  positions  with  the  City  may  be 
broken  down  as  follows: 

1.  Municipal  Service  Types  (Police,  Fire,  Muni,  etc.) 

2.  Clerical  Series  (1400  Series:  Typists,  Stenographers,  etc.) 

3.  Accounting/Management  Group  (1600,  1800  Series:  Accountants, 
Administrators,  etc.) 

4.  Institutional  Types  (Unskilled,  Subprof essional  and  Professional: 
2000  Series) 

5.  Classes  with  special  skills  needed  for  certain  departments 
(2900,  3000  -  6000,  8000,  9000  Series:   Tax  Collector,  Social 
Worker,  etc*) 
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6.  Union-Type  or  Craft  Classes  (7000  Series:   Electrician,  Painter, 
etc.) 

7.  Special  Classes  (Training  programs  with  an  emphasis  on  minorities) 

It  should  be  noted  that  these  divisions  are  arbitrary  and  that  there 
are  a  number  of  classifications  which  might  fit  equally  well  into  two  or 
more  of  the  above  groups.  This  breakdown  is  merely  an  attempt  to  systematize 
the  many  types  of  positions  in  the  City  Civil  Service  structure  and  to  create 
a  coherent  pattern  with  which  this  project  might  more  easily  deal. 

1.  Municipal  Service  Group 

Here  the  main  work  has  been  done  with  Q2  Policeman,  since  this 
is  not  only  a  very  important  job  in  terms  of  responsibility  and 
pay,  but  also  because  of  the  importance  to  the  City  of  relations 
between  the  police  and  the  minority  community. 

Also,  previous  investigations  have  shown,  that  although  there  is 
usually  a  respectable  percentage  of  Black  and  Spanish- surnamed 
applicants,  only  a  very  few  of  these  minorities  ever  reach  the 
Police  Academy. 

In  addition,  8274  Police  Cadet  has  been  included  since  the  Cadet 
program  is  aimed  at  San  Francisco  youth  with  an  avowed  emphasis  on 
recruitment  from  minority  groups.  Since  the  testing  process  for 
both  these  classes  is  continuous  and  is  handled  on  the  same  schedule, 
the  task  of  gathering  data  was  greatly  simplified. 

Although  32  Fireman  was  originally  considered  for  the  study, 
it  was  eventually  eliminated  because  of  the  large  number  of 
applications  (over  1800)  and  the  fact  that  much  information  was 
not  available  on  the  applications.  A  test  for  Fireman  devised 
by  the  Civil  Service  Task  Force  and  aimed  at  encouraging  wider 
participation  by  the  various  minority  communities  has  been 
scheduled  for  the  near  future.  A  study  on  the  effectiveness 
of  the  new  procedures  developed  for  that  examination  has  been 
planned  since  it  falls  outside  the  time  allowance  of  this  project. 

2.  Clerical  Series 

Because  the  City  employs  so  many  persons  in  the  various  clerical 
series,  it  is  imperative  that  this  area  be  adequately  represented. 
Luckily,  a  series  of  tests  for  1424  Clerk  Typist  was  given  at  a 
time  favorable  to  the  needs  of  the  project.  This  is  the  inter- 
mediate level  in  the  Typist  series  and  the  almost  600  positions 
in  this  classification  spread  throughout  all  City  agencies  make 
it  one  of  the  largest  and  most  important  classes  in  terms  of 
employment  opportunities. 

3.  Accounting/Management  Group 

1650  Accountant  was  chosen  for  the  following  reasons: 
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it  is  a  professional-level  position  with  commensurate  respon- 
sibility, pay  and  prestige;  there  are  generally  a  good  number 
of  foreign  and  American  minority  applicants  (particularly 
Filipinos  and  Orientals);  this  classification  is  the  entrance 
level  in  a  long  promotional  ladder  which  leads  to  some  very 
responsible  administrative  and  accounting  positions;  and 
finally,  1650  Accountant  is  a  "next  lower  rank"  for  a  great 
many  promotive  examinations  outside  the  normal  line  of 
advancement  for  the  Accounting  Series.  Accountant  is  a  key 
position  within  the  City  Civil  Service  structure. 

One  of  the  major  areas  where  minority  representation 
(especially  Black  representation)  has  traditionally  been 
almost  non-existant  is  the  field  of  management.   CSC's 
management  recruiting  procedure  was  studied  through  the 
examinations  for  1840  Jr.  Management  Assistant,  1842 
Management  Assistant  and  1844  Sr.  Management  Assistant. 
These  classes  handle  increasingly  important  administrative 
work  in  the  various  departments.   Since  incumbents  in  these 
positions  generally  have  a  certain  amount  of  input  and  control 
over  the  policies  and  procedures  of  their  respective  organi- 
zations, the  importance  of  management-level  placements  of 
minority  group  members  to  the  implementation  of  equal 
opportunity  employment  must  not  be  minimized. 

4.   Institutional  Classes 

These  classes  cover  a  wide  range  of  skills  and  varying 
degrees  of  professionalism.  Although  not  all  institutional 
classes  are  connected  with  the  hospitals,  all  the  classes 
chosen  for  the  study  are  connected  with  medical  services. 
This  is  because  the  hospital  classes  are,  in  general,  re- 
presentative of  the  rest  of  the  institutional  classes  and 
because  these  examinations  were  convenient  in  terms  of  their 
timing. 

2302  Orderly  is  an  example  of  a  large  institutional 
class  with  relatively  low  educational  and  experience  require- 
ments.  In  addition  there  is  usually  a  high  percentage  of 
minority  group  members  who  apply.   This  is  a  good  repre- 
sentative for  the  semiskilled  classes. 

2424  X-Ray  Laboratory  Aide  is  a  semi-professional  position 
in  which  a  number  of  minorities  were  holding  jobs  on  a  Limited 
Tenure  basis;  this  provided  a  chance  to  observe  how  Limited 
Tenure  employees  do  in  the  regular  Civil  Service  examination 
process. 

In  order  to  provide  more  information  on  the  sub-professional 
level,  2312  Licensed  Vocational  Nurse  was  also  included.  This 
classification  stands  about  midway  in  duties  and  responsibilities 
between  Orderly  and  2320  Registered  Nurse,  the  latter  being  the 
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beet  choice  for  the  full  professional  level.   The  large  number  of 
Registered  Nurse  positions  coupled  with  the  reasonable  number  of 
minority  applicants  encouraged  its  selection. 

5.  Classes  Specific  to  Certain  Departments 

The  major  classification  included  in  the  study  from  this  area, 
at  least  in  terms  of  the  number  if  applicants,  is  2903  Eligibility 
Worker,  a  sub-professional  position  dealing  with  routine  welfare 
procedures  and  evaluations  in  the  Department  of  Social  Services. 
In  addition,  the  large  number  of  minority  group  members  receiving 
welfare  assistance  would  seem  to  indicate  a  need  for  more  minority 
eligibility  workers.   Since  this  particular  department  seems  to 
generate  many  problems  for  CSC,  the  addition  of  this  class  has 
opened  the  door  to  a  large  number  of  complaints,  some  of  which 
will  be  included  in  Section  V  of  this  study. 

Another  classification  in  this  group  is  5202  Junior  Civil 
Engineer,  which  is  both  professional-level  and  highly  specialized. 
This  class  usually  has  more  minority  than  white  applicants  and  is 
the  first  step  in  a  long  engineering  series. 

The  recent  promotive  examination  for  3416  Gardener  was  also 
studied.   The  classification  is  included  to  help  answer  the 
question  of  whether  or  not  minorities  can  promote  once  they  do  get 
into  the  Civil  Service  system. 

6.  Union-Type  or  Craft  Classes 

These  classes  generally  cover  the  trade  and  skilled  labor 
field.   Since  this  is  a  very  important  area  for  minorities  to 
move  into,  two  different  classes  were  selected,  7346  Painter 
and  7410  Automotive  Serviceman.   In  both  instances  there  was  a 
good  number  of  applicants  from  the  ethnic  minorities.   The  high 
pay  for  both  classes  and  the  relatively  low  requirements  for 
Automotive  Serviceman  no  doubt  played  a  part  in  the  large  turnout. 

7.  Special  Classes 

New  Careers  ran  two  programs  of  special  interest.   The  Fire 
Safety  Technician  Program  and  the  Transportation  Assistant  Program. 
These  programs  were  aimed  at  bringing  young  people  from  the 
poverty  areas  of  San  Francisco  into  well-paying  Civil  Service  jobs 
as  H2  Firemen  and  S102  -  S104  Conductor/Motormen  for  the  Muni 
Railway.  Another  hope  of  the  Fire  Safety  Technician  Program 
is  to  provide  an  instrument  for  correcting  the  racial  imbalance 
in  the  Fire  Department. 

B.  Once  the  areas  of  employment  to  be  studied  were  selected,  the  actual 
gathering  of  data  was  initiated.   In  most  cases,  the  information  available 
from  CSC  records  consisted  of  name,  address,  telephone  number  and  position 
applied  for.   This  data  was  typed  on  index  cards  and  filed  alphabetically 
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by  name  and  classification.   The  next  step  was  to  note  on  each  person's 
card  his  ethnic  identity  and  point  of  elimination,  if  any,  from  the 
Civil  Service  examination  process. 

Since  the  Human  Rights  Commission  has  adopted  an  effective 
racial  coding  system  for  its  own  studies,  it  was  decided  to  also 
follow  that  format  in  the  interests  of  simplicity  and  standardization. 
An  outline  of  that  code  can  be  found  at  the  end  of  this  section,  along 
with  a  diagram  listing  the  possible  points  of  failure  in  the  Civil 
Service  examination  procedures.  Please  note,  that  although  the 
complete  range  of  screening  devices  is  fairly  complex,  not  all  of 
these  steps  are  used  for  every  classification.  For  instance,  2302 
Orderly  requires  only  the  oral  appraisal,  proof  of  prior  experience 
and  the  medical  examination. 

Records  of  the  examinations  were  made  available  so  that  infor- 
mation as  to  how  each  person  fared  in  the  exams  was  readily  obtainable. 
The  major  difficulty  was  in  determining  the  racial  origin  of  the 
applicants.  In  order  to  facilitate  the  gathering  of  this  information, 
Civil  Service  was  asked  to  mark  each  application  according  to  the 
Human  Rights  Commission  code  as  it  was  turned  in. 

Since  the  State  places  restrictions  on  asking  an  applicant  for 
employment  what  his  racial  identity  is,  special  permission  from  the 
Fair  Employment  Practices  Commission  was  sought.  After  a  request 
outlining  the  purposes  and  needs  of  the  project  was  submitted  to 
the  FEPC,  approval  was  given  for  a  one-year  dispensation  to  racially 
code  applications  for  employment  with  the  San  Francisco  Civil  Service 
Commission. 

Rather  than  asking  the  Civil  Service  personnel  who  take  in  the 
applications  to  remember  which  classes  were  to  be  coded,  special 
"packets"  composed  of  a  job  announcement,  application  forms  and  a 
separate  project  information  slip  were  made  up  for  each  of  those 
classes.  These  slips  were  to  be  coded  by  the  Civil  Service  personnel 
as  the  applications  were  submitted.   Later,  they  were  detached  and 
used  to  start  the  record  on  each  applicant.   This  method  insured 
that  there  would  be  no  record  of  race  at  the  Civil  Service  Commi- 
ssion to  influence  the  consideration  of  the  application  one  way  or 
the  other. 

As  it  turned  out,  this  method  of  determining  racial  identity 
had  a  number  of  drawbacks.  Many  applications  were  received  by  mail; 
thus  there  was  no  opportunity  to  code  them.  Still  others  which  were 
delivered  in  person  went  uncoded  because  the  individual  accepting  the 
applications -was  unsure  of  the  applicants1  ethnic  background.  Also, 
in  some  cases,  when  there  were  a  large  number  of  applicants,  the 
pressure  and  general  confusion  caused  the  office  personnel  to  forget 
about  this  one  extra  detail  among  so  many  others. 

In  addition  to  the  one  or  two  classifications  that  were  studied 
from  records  of  past  exams  and  for  which  coding  of  applications  was 
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impossible,  some  classes  were  near  the  end  of  the  time  limit  for  applica- 
tion when  the  project  started  so  that  much  of  the  information  came  from 
applications  submitted  previously  to  the  institution  of  the  coding 
program.  As  a  result,  only  a  small  number  of  the  thousands  of  applicants 
who  became  part  of  the  study  were  identified  racially  by  this  method. 
Since  this  possibility  had  been  anticipated,  a  program  to  fill  in  the 
gaps  in  the  data  was  immediately  launched.   Initially, each  candidate 
who  had  not  been  coded  by  race  was  sent  a  questionnaire.   If  this 
was  not  returned,  the  information  was  solicited  by  telephone.  The 
final  attempt  at  acquiring  the  information  was  a  visit  to  the  applicant's 
home. 

In  addition,  records  of  the  racial  identity  of  current  City 
employees  compiled  for  the  Racial  and  Ethnic  Employment  Pattern  Survey 
of  City  and  County  of  San  Francisco  Employees  conducted  by  Human  Rights 
Commission  were  used  to  good  effect,  particularly  among  the  applicants 
for  3416  Gardener,  a  promotive  exam.  Whenever  possible  the  resulting 
data  were  matched  against  the  CSC's  own  statistics  on  the  racial  break- 
down of  those  who  participated  in  various  written  examinations. 

Finally,  the  two  special  classes  administered  by  the  New  Careers 
section  were  completely  documented  as  to  race  by  the  New  Careers  office 
itself.  Using  these  methods,  all  but  153  of  the  4090  applicants 
included  in  the  study  were  identified  racially  for  an  "Unknown"  rate  of 
3.747.. 
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S.F.  CIVIL  SERVICE  EXAMINATION  PROCEDURE 
APPLICATION  MADE  REJECTED 

ACCEPTED 

* NO  SHOW  WRITTEN 

WRITTEN  EXAMINATION  FAILED 

PASSED 

" NO  SHOW  ATHLETIC 

ATHLETIC  FAILED 

PASSED 

BACKGROUND  INVESTIGATION  FAILED 

PASSED 

'. NO  ORAL  SHOW 

ORAL FAILED 

PASSED 

ON  LIST 

POSITION  OFFERED  REFUSED 

NO  SHOW  MEDICAL 

MEDICAL  EXAM  FAILED 

PASSED 

•  NO  SHOW  AT  JOB 

JOB 


HUMAN  RIGHTS  COMMISSION  CODE  FOR  RACE  AND  ETHNIC  ORIGIN 


1 W 

2 B 

3 S 

4 0 

5 F 

7 OTH 


WHITE 

NEGRO 

SPANISH-SURNAMED* 

ORIENTAL  (CHINESE  &  JAPANESE) 

FILIPINO 

AMERICAN  INDIAN 

OTHER  NON-WHITE** 


•Includes  Mexican  Americans,  South  and  Central  Americans,  Cubans,  and 
puerto  Ricans  but  excludes  Filipinos. 
•Includes  Polynesians,  Samoans,  Eskimos,  and  East  Indians. 
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IV.  DATA 

At  the  beginning  of  each  of  the  sections  devoted  to  a  particular  classifi- 
cation is  a  table  which  summarizes  the  examination  process  for  that  class  with 
respect  to  racial  identity  and  mortality  rate  at  each  step  at  the  CSC  screening 
procedure.   This  table  contains  both  the  number  of  applicants  at  each  step  and 
the  percentage  (when  useful)  of  the  population  of  applicants  which  that  number 
represents. 

Following  this  is  an  outline  of  the  requirements  for  that  position  along 
with  a  discription  of  the  examination  process.   Included  in  this  information 
is  the  time  table  that  the  class  followed  along  with  any  special  or  unusual 
data  which  should  be  noted. 

Next  follows  a  discussion  and  interpretation  of  the  results  as  indicated 
in  the  table  with  major  emphasis  on  those  devices  which  seem  to  screen  out  a 
disproportionate  number  of  minorities.   In  addition  an  investigation  into 
where  the  successful  minority  candidates  end  up  on  the  list  is  outlined  along 
with  a  section  on  race  versus  reason  for  being  rejected  before  the  exam  and 
race  versus  the  reason  for  dropping  out  of  the  examination  process. 

There  will  be  one  section  for  each  of  the  eighteen  classifications 
followed  by  a  similar  section  which  is  an  overview  summation  of  the  data. 
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Q2  Policeman 


W       B       0      S        F      OTH  A„I0  UNK.  TOTAL 

1.  Total  No.  of  212      39      4      23       7      4       20     309 
Applicants   (68.61)  (12.62)  (1.29)   (7.44)   (2.27)   (1.29)    (6.47) 

2.  Application   23       2      0       3       1       1-1      31 
Rejected     (10.85)   (5.13)        (13.04)  (14.29)  (25.00)    (5.00)  (10.03) 

3.  Qualified 
for  Written 

Exam        189      37      4      20       6       3-19     278 

4.  No  Response   96      17      2       7       2       2-16     142 
Written  Exam  (50.79)  (45.95)(50.00)  (35.00)  (33.33)  (66.67)   (84.21)  (51.08) 

5.  Participated 
in  Written 

Exam         93      20      2      13      4      1-3     136 

6.  Failed       52      20      1      12       4      1     -   3      93 
Written      (55.91)  (100)   (50.00)  (92.31)  (100)   (100)      (100)   (68.38) 

7.  Pass  Written: 
Qualified  for 

Height/Weight  41       01       1       0       0-0      43 

8.  Fail  Height    4       -1       0       -       ...       5 

or  Weight     (9.76)  (9.30) 


9. 

Pass  Ht./Wt. 

Qual.for 

Athletic 

37 

10. 

Fail 
Athletic 

8 
(21.62) 

11. 

Pass  Athletic 
Qual.  for 
Vision/Color 
Vision  Test 

29 

12. 

Fail  Vision 

2 
(6.90) 

13. 

Pass  Vision 
Qual.  for 
Oral 

27 

14. 

No  Response 
Oral 

2 
(7.41) 

15. 

Participated 
in  Oral 

25 

16. 

Fail  Oral 

2 
(8.00) 

17. 

Pass  Oral 

23 

1      -  33 

0       -  -   -       3 

(21.05) 


30 


1       -  -   -       3 

(100)  (10.00) 


27 


9.  On  List 

(100) 

(94.74) 

((5.26)) 

17 

0 

(8.02) 

((25.00)) 

2 
(7.41) 


25 

2 
(8.00) 


.   _      23 

18.  Miscellaneous   6       --       -       _       -__       6 

Rejects      (26.09)  (26.09) 


17 
(5.50) 
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A,   Q2  Policeman  is  one  of  CSC»s  most  complex  classes  in  terms  of  requirements 
and  examination  procedure.   The  job  announcement  that  outlines  the  require- 
ments is  itself  eight  pages  long.   In  capsule  form,  the  minimum  qualifications 
are:  (1)  residence  in  one  of  the  thirteen  western  states  for  the  year 
preceding  the  written  exam;  (2)  an  age  of  at  least  21  years  and  less  than 
36  years  at  the  time  of  appointment  to  the  Police  Academy;  (3)  high  school 
graduation  (some  equivalency  tests  accepted);  (4)  3  years  of  full-time 
work  experience;  (5)  possession  of  a  California  Driver's  License  and  an 
acceptable  driving  record;  (6)  an  acceptable  personal  history  (arrest  record, 
military  service  record,  etc.);  and  (7)  an  acceptable  draft  status  (l-Y  & 
4F  medical  deferments  not  accepted). 

The  examination  process  consisted  of  a  written  examination  which 
comprised  100%  of  the  candidates  final  score  and  an  athletic  test  given 
on  the  same  day.   Immediately  prior  to  the  athletic,  each  candidate  who 
passed  the  written  exam  was  weighed  and  measured.  Those  who  were  not 
within  certain  set  limits  were  disqualified  with  the  exception  of  those  who 
were  less  than  10%  underweight  or  overweight.  These  candidates  were  allowed 
to  continue  in  the  rest  of  the  exams  with  the  stipulation  that  they  meet 
the  weight  requirements  before  appointment  to  the  Academy.  Following  these 
tests  were  a  vision  test  and  a  color  vision  test;  after  successfully  passing 
these  steps,  the  candidates  were  given  various  forms  to  fill  out  and  return 
to  Civil  Service.  One  of  these  forms,  the  Personal  History  Questionnaire 
became  the  basis  of  the  oral  appraisal  and  the  background  investigation  which 
are  run  by  the  Police  Department.   In  addition,  each  candidate  had  a  back  and 
chest  X-ray,  an  electrocardiogram  and  a  medical  exam  by  the  Police  Surgeon. 
The  survivors  of  this  program  were  placed  on  the  list  of  eligibles. 

The  group  of  Q2  Policeman  applicants  chosen  for  the  study  were  those 
who  applied  for  the  November  1970  exam.   The  applicants  applied  between 
October  15,  1970  and  November  12,  1970.  At  the  time,  the  exam  was  held 
about  once  a  month.  The  written  and  athletic  exams  were  held  November  21, 
1970  and  the  orals  Decern  ber  2-4,  1970;  the  list  was  adopted  (or  officially 
approved)  February  4,  1971,  resulting  in  a  time  lapse  of  3%  months  from  the 
receipt  of  applications  until  adoption  of  the  list.   This  is  actually  a  fairly 
rapid  time  table  when  some  of  the  delays  in  other  classes  are  considered. 

The  successful  candidates  were  placed  on  list  E-79  ("E"  stands  for 
"entrance  list  as  opposed  to  "P"  for  promotive);  there  were  28  eligibles 
along  with  7  placed  on  the  bottom  of  the  list  who  had  passed  the  written  and 
were  allowed  1  year  to  make  up  the  remaining  parts  of  the  procedure  without 
being  required  to  retake  the  written  exam.  Of  the  28  eligibles,  17  were  from 
the  chosen  test  group  of  309  applicants  and  the  rest  were  "hold  overs"  from 
previous  examinations.  Only  one  of  the  seven  at  the  bottom  of  the  list  was 
from  the  chosen  group  of  applicants. 

The  study  includes  only  those  candidates  who  were  invited  to  take  the 
exam  in  San  Francisco.  A  group  of  "mailouts"  (those  who  were  allowed  to  take 
the  written  exam  in  different  cities  because  of  the  distance  problem)  was  not 
included  because  it  was  impossible  to  gather  data  on  these  applicants  since 
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most  did  not  return  the  questionnaires  that  were  sent  to  them. 

Line  (l)  of  the  table  shows  that,  of  the  309  applicants,  68.617,  were  White, 
12.62%  were  Black,  1.29%  Oriental,  7.44%  Spanish-surnamed,  2.27%  Filipino,  1.29% 
Other  non-white,  07,  American  Indian  and  6.47%  were  unknown  as  to  race.  This  is 
about  average  for  this  classification.   The  second  line  shows  the  number  and 
percentage  of  each  ethnic  group  rejected  before  the  written  exam.  This  informa- 
tion, will  be  evaluated  later  in  the  section.  Line  (3)  shows  the  number  of  candi- 
dates invited  to  take  the  written  exam  and  (4)  shows  the  number  and  percentage 
of  these  qualified  applicants  who  did  not  show  up  for  that  test.  This  data  will 
also  be  analyzed  in  a  separate  subsection.  The  5th  line  is  the  number  of  each 
ethnic  group  that  participated  in  the  written  test.  The  next  line  shows  the 
number  and  percentage  of  participants,  by  race,  who  failed  that  test.  Only 
55.917,  of  the  Whites  failed  as  compared  to  a  failure  rate  of  1007.  for  the  Blacks, 
Filipinos,  Others  and  Unknowns.   The  failure  rate  of  the  Spanish-surnamed  was 
not  much  smaller  at  92.317»  but  the  Orientals  had  the  lowest,  507.;  this  last 
figure  is  probably  a  statistical  error  due  to  the  small  number  of  Oriental 
participants  (two).  It  is  possible  to  ascribe  the  results  of  all  the  ethnic 
groups'  performance  to  statistical  error  also,  but  the  fact  remains  that 
this  is  the  general  pattern  for  Q2  Policeman;  although  minority  candidates 
usually  make  up  between  307.  -  407.  of  the  total  number  of  applicants,  only  a 
very  few  pass  the  written  exam,  in  this  case,  two  (one  Spanish-surnamed  and 
one  Oriental)  as  compared  to  41  Whites.   Since  the  test  group  has  been 
effectively  screened  of  minority  applicants  at  this  point,  the  percentages 
no  longer  have  a  valid  basis  and  will  not  be  considered  until  the  last  line 
which  deals  with  the  eligibles  on  the  test.   It  is  interesting  to  note  that 
neither  of  the  minorities  who  passed  the  written  exam  managed  to  complete 
the  process  for  that  list.  The  Spanish-surnamed  applicant  was  completely 
eliminated  because  he  could  not  meet  the  vision  requirements  and  the  Oriental 
was  eliminated  because  he  didn't  meet  the  minimum  height  of  5'  8";  however, 
a  subsequent  reduction  in  the  height  requirement  to  5'  7"  allowed  him  to  be 
placed  on  the  next  list.  After  the  vision  test,  27  White  candidates  and 
no  minorities  were  left;  the  subsequent  steps  whittled  down  the  number  of 
candidates  to  the  17  who  were  placed  on  the  list.   In  addition  to  these 
seventeen,  there  was  one  White  candidate  who  was  rejected  on  the  back  X-ray 
(listed  under  "miscellaneous",  line  18),  appealed  and  was  placed  on  the 
subsequent  list  along  with  the  Oriental  who  had  failed  the  earlier  height 
requirement. 

The  seventeen  eligibles  constitute  8.02%  of  the  Whites  who  applied  and 
5.507,  of  the  total  number  of  applicants.  They  also  constituted  100%  of  the 
eligibles  on  that  list  from  the  chosen  group  of  applicants.   If  the  two 
men  who  came  out  on  the  subsequent  list  are  considered,  successful  Whites 
comprises  94.747.  and  Orientals  5.267,.   Because  the  written  exam  is  so 
effective  in  eliminating  minorities,  it  is  impossible  to  make  any  state- 
ment about  subsequent  portions  of  the  examination  procedure  with  regards 
to  their  effect  on  minority  applicants. 
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In  essence,  the  written  exam  is  a  general  intelligence  test  and  the  earlier 
forms  correlate  very  well  with  measured  I.Q.  (about  .50).  Although  some  questions 
are  couched  in  police-like  terms  and  are  touted  as  being  related  to  police  aptitude, 
they  are  generally  reading  comprehension,  verbal  or  mathematical  in  content. 
This  is  equivalent  to  claiming  that  the  question  "Two  apples  plus  two  apples 
equals....?"   deals  with  agriculture. 

Since  it  is  generally  accepted  that  minority  applicants,  particularly  Blacks 
and  those  to  whom  English  is  a  second  language,  are  at  a  disadvantage  in  middle 
class-oriented  I.Q.  tests,  a  built-in  bias  is  operating  against  the  success  of 
these  ethnic  groups. 

Since  there  were  no  successful  minority  group  members  in  this  exam,  the 
question  of  where  on  the  list  applicants  from  the  various  ethnic  groups  end  up 
does  not  apply. 

The  reasons  for  rejection  versus  race  are  as  follows: 

23   Whites  were  rejected  before  the  written  exam: 

7  -  draft  status  (six  1-Y  &  one  3-W) 

8  -  incomplete  application 
5  -  residency 

1  -  not  a  high  school  graduate 
1  -  over  age 

1  -  on  probation 

2  -  Blacks  were  rejected: 
1  -  IY  draft  status 

1  -  suspended  driver's  license 

No  Orientals  were  rejected. 

3  Spanish- surnamed  applicants  were  rejected: 
1  -  driving  record 

1  -  I-Y  draft  status 

1  -  incomplete  application 

1   Filipino  was  rejected  for  4F  draft  status  as  was  1  Other  (a  Samoan). 
Finally  1  Unknown  was  rejected  because  he  was  not  a  high  school  graduate  (it  was 
later  discovered  that  he  was  a  patient  at  a  mental  hospital  and  not  eligible  under 
any  circumstances). 

Under  miscellaneous,  line  18,  6  Whites  were  rejected: 
1  -  Back  X-ray 

4  -  Background  investigation 

1  -  Failed  to  turn  in  necessary  documents 
One  of  the  4  who  failed  the  Background  Investigation  appealed  and  won;  he 
was  one  of  the  seven  placed  on  the  bottom  of  the  list  and  is  to  be  appointed  to 
the  Police  Academy  when  he  completes  the  remaining  portions  of  the  examination 
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process.  The  man  who  failed  the  X-ray  was  cleared  and  placed  on  the  next  list,  as 
has  been  mentioned  above. 

The  reject  rates  for  all  ethnic  groups  except  the  Others  seems  quite  re- 
asonable and  are  within  5  percentage  points  of  each  other.  Once  again  the  higher 
reject  rate  for  the  "Other"  group  is  probably  due  to  the  smallness  of  the  sample. 

Perhaps  the  only  criticism  of  this  area  might  be  for  the  driving  record 
requirement  (and  because  of  similarities  in  structure  and  result,  the  arrest 
record).  In  this  test  group  two  minorities  were  eliminated  because  of  their 
driving  records.  Although  this  is  not  in  itself  significant,  there  is  the 
contention  of  some  that  those  who  live  in  the  ghetto  area  are  much  more  likely  to 
acquire  bad  driving  (and  arrest)  records  partly  because  these  areas  are  more 
heavily  patrolled  by  the  police.  Since  various  legitimate  concerns  and  laws  can 
affect  this  question,  the  best  course  of  action  would  seem  to  be  a  loosening  of 
the  guidelines  so  that  each  case  can  be  judged  on  its  own  merit  rather  than  the 
complete  abolishment  of  the  present  overly  stringent  rules. 

One  of  the  problems  CSC  would  like  very  much  to  solve  is  that  of  the  No 
Response  applicant.  As  can  be  seen  from  line  (4)  of  the  table,  a  no  response 
rate  of  50%  is  entirely  possible.   Generally  the  number  of  "no  responses"  can 
be  tied  to  the  length  of  time  between  filing  an  application  and  taking  the  exam. 
Q2  Policeman  has  one  of  the  shortest  delays  in  CSC,  yet  the  no  response  rate  is 
one  of  the  highest.   50.797°  of  those  Whites  who  were  qualified  were  "no  responses" 
to  the  written,  along  with  45.95%  of  the  Blacks,  50%  of  the  Orientals,  35%  of 
the  Spanish- surnamed,  33.33%  of  the  Filipinos,  66.67%  of  the  Others  and  84.21%  of 
the  Unknowns.  The  average  no  response  rate  was  51.08%. 

An  attempt  was  made  to  determine  why  each  of  these  no  responses  had  decided 
against  taking  the  test: 

96  Whites: 

3  -  decided  to  take  later  exam 

7  -  had  to  work  (one  because  he  wasn't  notified  in  time  to  get  a 
replacement) 

5  -  injured  or  ill 

3  -  lost  interest  in  job  (one  stated  it  was  because  he  was  disillusioned 

with  the  S.F.P.D.) 

5  -  could. not  meet  the  physical  requirements 

2  -  could  not  pass  the  athletic 

6  -  found  other  jobs 

6  -  had  prior  commitments  on  test  date  (2  had  other  job  tests) 

(2  reapplied) 

3  -  moved  from  the  area  before  the  test 

24  -  had  moved  by  the  time  the  study  attempted  to  contact  them 

1  -  was  not  notified  of  test 

1  -  returned  to  college 

1  -  drafted 

1  -  Active  duty  in  armed  forces  (reserve  training) 
28  -  reason  unknown 
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Blacks: 

-  did  not  meet  physical  requirements  (weight) 

-  returned  to  school 

-  took  later  test 

-  bad  driving  record  so  he  is  waiting  while  building  up  better  record 

-  ill 

8  -  had  moved  by  the  time  the  study  tried  to  contact  them 

4  -  reason  unknown 

2  Orientals: 
1  -  returned  to  school 

1  -  since  the  Police  test  can  only  be  taken  3  times,  this  man  decided  to 
postpone  so  he  could  study  more. 

7  Spanish-surnamed: 

1  -  had  to  work 

1  -  left  in  middle  of  exam  (emergency) 

1  -  moved  by  the  time  the  study  tried  to  contact  him 

1  -  postponed  so  he  could  practice  athletic 

1  -  did  not  receive  notice 

1  -  lost  interest  in  job 

1  -  reason  unknown 

2  Filipinos: 

1  -  did  not  think  he  could  pass  written  (language  problem) 

1  -"lost  faith  in  City  (and  Federal)  Civil  Service" 

2  Others:  (both  Samoan) 
1  -  not  notified  of  exam 
1  -  reason  unknown 

16  Unknown: 

5  -  moved  by  the  time  study  attempted  to  contact  them 
11  -  reason  unknown 

Returning  to  the  fourth  line  of  the  table,  it  can  be  seen  that  the  average 
no  response  rate  is  about  50%  although,  once  again,  the  significance  of  the  figures 
for  the  Oriental,  Filipino  and  OTHER  ncmwhite  groups  can  be  questioned  because  of 
the  smallness  of  the  sample.   The  larger  rate  of  84.21  for  the  Unknowns  is  explained 
by  the  fact  that  one  of  the  reasons  they  are  unknown  is  because  they  did  not  show 
up  for  the  written  test.   The  application  was  the  only  contact  that  the  study  had 
with  them,  since  they  either  moved  or  did  not  respond  to  requests  for  information. 

Among  the  categories  of  reasons  for  not  taking  the  exam  is  the  notation 
"moved  by  the  time  the  study  attempted  to  contact  them".  This  does  not  necessarily 
mean  that  the  applicants  moved  before  the  test,  however  its  probable  that  at  least 
some  of  them  did  and  others  were  affected  by  the  knowledge  that  they  would  move 
soon.  This  category  comprised  h   of  the  White  Non-participants  plus  about  37.  who 
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definitely  did  move  before  the  test,  almost  half  of  the  Black  non-participants, 
and  about  1/3  of  the  unknown  group.  The  data  seem  to  imply  that  the  White 
applicants  tend  to  put  a  low  priority  on  taking  an  exam  when  it  conflicts 
with  their  respective  schedules.  This  can  be  inferred  from  the  fact  that 
7  would  not  (or  could  not)  take  the  day  of  the  test  off  from  work  as  compared 
to  only  one  minority  (Spanish-surnamed);  6  Whites  "had  prior  commitments" 
while  no  one  else  gave  this  reason.  The  fact  that  6  Whites  found  jobs  and 
so  did  not  take  the  written,  combined  with  the  previously  mentioned  7  Whites 
who  had  to  work  tends  to  indicate  that  one  reason  for  many  "no  responses" 
among  this  ethnic  group  may  be  a  larger  number  of  opportunities  for  employment 
as  compared  to  those  available  to  the  minority  groups. 

Also,  30  of  the  non-participants  lived  over  30  airline  miles  away  from 
San  Francisco  and  the  necessity  of  traveling  this  far  may  have  disuaded  many 
from  taking  the  test.   It  should  be  noted  that  24  of  30  were  were  White, 
3  Spanish-surnamed  and  one  was  an  OTHER;  most  came  from  the  Santa  Rosa  - 
Sacramento  -  San  Jose  triangle.   In  addition,  another  26  non-participants 
(20  Whites,  6  Blacks)  were  from  sections  of  the  Bay  Area  which,  while  within 
30  airline  miles,  are  far  enough  from  San  Francisco  to  create  a  deterent. 

Line  (14)  shows  that  two  White  candidates  did  not  attend  the  oral  exa- 
mination; one  had  moved  and  the  other  was  out  of  town  at  the  time  of  the  oral. 

Perhaps  the  most  revealing  responses,  in  terms  of  the  purpose  of  this 
project,  are  the  reasons  given  by  the  2  Filipino  non-participants.  One  "lost 
faith  in  the  City  Civil  Service"  and  the  other  was  certain  he  couldn't  pass  the 
written  exam.   It  may  be  that  the  major  reason  more  minorities  don't  apply  for 
CSC  positions  is  shown  in  these  two  statements  -  lack  of  trust  in  the  ability 
and  desire  of  Civil  Service  to  create  an  actual  equal  opportunity  employment 
system. 
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8274  Police  Cadet 

W  B      0      S      F     OTH  A.I.  UNK.  TOTAL 

1.  Total  Number   21  9      2      21      --1      36 
of  Applicants  (58.33)  (25.00)  (5.56)  (5.56)  (2.78)         (2.78) 

2.  Application     5  3110--111 
Rejected      (23.81)  (33.33)(50.00)(50.00)              (100%)  (30.56) 

3.  Qualified 
for  Written 

Exam          16  6111--0      25 

4.  No  Response 

Written        5  3100---       9 

Exam         (31.25)  (50.00)(100)                            (36.00) 

5.  Participated 
in  Written 

Exam          11  30      11      ---16 

6.  Failed  Written  7  3.     -11---      12 
Exam         (63.64)  (1007.)        (1007.) (1007.,)                (75.00) 


7. 

Pass  Written 
Qualified 
for  Height 
&  Weight 

4 

8. 

Fail  Ht.  & 
Wt. 

0 

9. 

Fail  Athletic 
and/or  Vision 
Tests 

0 

10. 

Qualified  for 
Oral 

4 

11. 

No  Response 
Oral 

0 

12. 

Participants 
in  Oral  Exam 

4 

13. 

Fail  Oral 

2 
(50.00) 

4 
0 

0 
0 
0 


(50.00) 

14.  Pass  Oral,   (1007.) 

Misc:  on  list   2       -------       2 

(9.52)  (5.56) 
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B.    The  requirements  for  8274  Police  Cadet  are  basically  the  same  as  those  for 
Q2  Policeman;  the  differences  are:  (l)  San  Francisco  residency,  (2)  applicants 
must  be  enrolled  or  accepted  for  admission  in  an  accredited  college  within  1  year 
of  the  date  of  employment  and  (3)  candidate  must  be  at  least  18  years  of  age  and 
no  more  than  21.  When  the  cadet  reaches  age  21,  he  may  transfer  to  Q2  Policeman 
simply  by  having  a  back  X-ray  raken.   The  omission  of  this  X-ray  is  the  only 
portion  of  the  exam  process  which  is  not  the  same  as  that  for  Policeman. 

The  dates  of  the  various  steps  of  the  examination  procedure  are  the  same 
as  those  for  Q2  Policeman  list  E-79  and  have  already  been  noted. 

As  usual,  there  was  a  small  number  of  applicants  for  the  position,  a  total 
of  36  comprised  of  58,337.  White,  25.007.  Black,  5.56%  Oriental,  5.567.  Spanish- 
surnamed,  2.787.  Filipino  and  2,787.  Unknown.  Once  again,  these  figures  can  be 
challenged  on  the  basis  of  using  too  small  a  statistical  sample;  however,  the 
turn  out  rarely  exceeds  this  number  and  generally  the  result  is  the  same  -  no 
minorities  on  the  list. 

The  table  indicates  that  the  major  obstacles  to  the  minority  candidates 
are  rejection  before  the  exam  (line  2)  and  failing  the  written  exam;  failure 
to  respond  to  the  written  runs  close  behind  and  was  especially  damaging  to 
the  Black  applicants. 

The  fourth  line  shows  that  all  five  of  the  minority  participants  failed 
the  exam  while  only  63.647.  of  the  Whites  did.   This  resulted  in  a  very  high 
total  rejection  rate  for  the  participants  as  a  whole,  757..  The  written  test 
administered  to  the  candidates  is  the  same  test  used  for  Q2  Policeman.  Of 
the  four  Whites  who  passed  the  written,  2  were  eliminated  by  the  oral  and  the 
other  two  were  placed  on  list  EC-79.   These  two  successful  candidates  constituted 
9.527.  of  the  White  applicants  and  5.567.  of  the  total  number  of  applicants. 

The  breakdown  by  race  of  the  reasons  for  rejection  before  the  written 
exam  is: 

5  Whites  rejected  (23.817.  of  White  Applicants) 

2  -  residency 

1  -  residency  and  a  1-Y  draft  status) 

1  -  age 

1-3  moving  violations  (driving  record) 

3  Blacks  rejected  (33.337.  of  the  Black  applicants) 

2  -  arrest  record  (one  for  age  also) 
1  -  age,  residency 

1  -  Oriental  rejected  for  age  (507.  of  Oriental  applicants) 

1  -  Spanish-surnamed  rejected  rejected  for  driving  record  (507.  of  Spanish- 

surnamed  applicants) 
1  -  Unknown  rejected  for  Age  (1007.  of  Unknown) 

Age  and  residency  accounted  for  the  majority  of  rejections,  but  since  both 
requirements  are  legitimate  and  neither  was  more  damaging  to  minorities  than  to 
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Whites,  they  can  be  safely  ignored.  Once  more  questions  arise  concerning  the 
driving  record/arrest  record  requirements.   3  minorities  were  eliminated  on 
this  basis  as  opposed  to  1  White,  yet  Whites  make  up  about  45%  of  those  rejected. 
Since  the  records  of  these  people  are  not  available  it  is  not  possible  to  deter- 
mine of  the  rejections  were  merited  or  merely  the  result  of  blind  rule-following. 

Of  the  25  applicants  invited  to  the  written,  9  or  367o  did  not  respond. 
31.25%  of  the  qualified  Whites,  50.00%  of  the  qualified  Blacks  and  the  only 
qualified  Oriental  were  non-participants. 

5  White  non-participants: 

2  -  had  to  work 
1  -  moved 

1  -  took  later  exam 
1  -  found  another  job 

3  Black  non-participants: 

1  -  moved  before  the  study  contacted  him 
1  -  postponed;  took  later  exam 
1  -  unknown 

1  Oriental  non-participants  -  changed  mind  about  job. 

This  data  also  seems  to  indicate  that  Whites  may  have  more  employment 
opportunities.  Although,  50%  of  the  qualified  Blacks  were  "no  responses"  the 
number  is  still  so  small  that  no  underlying  patterns  are  evident.  What  is 
evident  is  that,  as  a  program  aimed  at  recruiting  minority  youth  into  the 
Police  Department,  8274  Police  Cadet  is  a  conspicuous  failure. 
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1424  Clerk  Typist 

W       B  OS       F    OTH  A.I.   UNK   TOTAL 

1.  Total  Number    145      46  17     18      8      1-7  242 
of  Applicants  (59.92)  (19.01)  (7.02)  (7.44)  (3.31)  (0.41)     (2.89) 

2.  Fail  Typing      86      34  10     14      6      0-5  155 
Test         (59.31)  (73.91)  (58.82)(77.78)(75.00)           (71.43)  (64.05) 

3.  Qualified 

for  Written      59      12  7      4      2      1     -    2  87 

4.  No  Response      23      1  0110-2  28 
Written      (38.98)  (8.33)  (25.00)(50.00)           (100)  (32.18) 

5.  Participated 

in  Written      36      11  7      3      1      1     -    0  59 

6.  Failed           7*      8  1      2      0      1     -    -  19 
Written      (19.44)  (72.72)  (14.29)(66.67)        (100)  (32.20) 

7.  Passed 

Written         29      3  61      10--  40 

8.  No  Response 

Oral            0      0  000---  0 

9.  Participated 

in  Oral         29       3  611---  40 

10.  Failed           2       0  110---  4 
Oral           (6.90)  (16.67)(100)  (100)  (10.00) 

11.  Pass  Oral       (75.00)  (8.33)  (13.89)   1    (2.78) 

and  on  List      27       3  501---  36 

(18.62)  (6.52)  (29.41)       (12.50)  (14.88) 


Of  the  seven  Whites  who  failed  the  written  one  also  failed  the  oral. 
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Note:  The  following  abbreviations  will  be  used  in. the  remaining  sections: 
W  -  White,  except  Spanish-surnamed;  B_  -  Black;  £  -  Orientals;  S_  -  Spanish- 
surnamed,  F  -  Filipino; jOTH  -  Other  Non-white;  A.I.  -  American  Indian;  and 
UNK  -  racial  identity  unknown. 

C.   1424  Clerk  typist  required  (l)  tested  typing  speed  of  50  wpm,  (2)  a  minimum 
age  of  18  years,  (3)  1  year  of  typing  experience  or  60  semester  units  of  college 
or  completion  of  a  course  in  office  training  or  a  combination  of  the  three  and 
(4)  High  School  graduation  (equivalency  exams  accepted). 

Candidates  for  this  position  first  took  a  typing  test  administered  by  CSC 
Mondays  through  Thursdays.   If  the  applicant  passed  the  test  (50  wpm  or  better), 
he  or  she  was  scheduled  for  the  written  and  oral  portions  which  were  held  on  Fridays. 
Since  the  orals  were  held  immediately  after  the  written,  it  was  not  known  at  the 
time  which  candidates  had  passed  the  written  portion  of  the  exam.   Those  candidates 
who  were  later  found  to  have  failed  written  were  eliminated  and  their  oral  papers 
cancelled.  As  with  Policeman  and  Police  Cadet,  the  written  was  worth  1000  points 
and  while   the  oral  was  not  weighted  for  the  final  score,  it  had  to  be  passed 
in  order  for  the  candidate  to  be  placed  on  the  list. 

The  applicant  group  chosen  for  analysis  is  comprised  of  those  applicants  who 
took  the  typing  test  in  June  and  early  July  1970.  The  successful  candidates  were 
scheduled  for  a  series  of  written  and  oral  exams  held  on  all  the  Friday  mornings 
of  July,  1970  and  August  7, 1970.  The  result  was  five  lists  of  eligibles,  E-143  - 
E-147.   These  were  adopted  fairly  consecutively   throughout  the  month  of  August. 
Delay  time  between  the  day  of  the  typing  test  and  the  date  of  adoption  was  usually 
less  than  2  months. 

The  first  line  of  the  table  shows  that  the  racial  breakdown  of  the  total 
number  of  applicants  was  W  -  59.927.,  B  -  19.01%,  0  -  7.02%,  S_  -  7.44%,  F  -  3.31%; 
OTH  -  .41%  and  UNK  -  2.89%.   This  indicates  a  well-balanced  minority  turn-out. 
The  advantage  this  gave,  however,  was  negated  by  the  typing  test,  the  results  of 
which  will  be  studied  in  the  subsection  on  rejection  before  the  written  exam» 

Of  the  59  applicants  who  participated  in  the  written,  19  did  not  pass  for 
an  overall  failure  rate  of  32.20%  for  that  step;  this  is  about  half  the  rate  for 
Policeman  and  about  2/5  of  that  for  Police  Cadet.  Of  these  failures,  W  made  up 
19.44%  and  0,  14.29%  while  the  B_  failure  rate  was  72.72%  and  SJ  s  was  66.67%. 
The  one  F_  who  participated  passed  and  the  one  OTH  who  took  the  test  failed. 

Although  the  difference  in  failure  rates  between  Policeman/Police  Cadet 
and  Clerk  Typist  is  very  large,  the  B_  and  S_  groups  still  seem  to  be  eliminated 
at  a  much  higher  rate  than  their  W  competitors.  Of  course,  the  scanty  number  of 
S_  participants  in  the  written  may  account  for  that  group's  high  percentage  and 
the  same  reasoning  can  be  applied  to  explain  the  failure  rates  for  the  F_  and 
OTH  candidates  also.  An  interesting  datum  is  the  fact  that  of  7  0  participants 
only  one  failed,  giving  that  group  a  lower  figure  than  the  W  applicants.  Although 
7  participants  is  by  no  means  a  statistically  significant  sample  to  work  with,  the 
0_  group  who  took  this  test  showed  a  lower  mortality  rate  than  the  other  groups  in 
most  steps  of  the  exam.   This  may  mean  the  group  was  composed  of  superior  individuals 
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or  that  the  procedure  operated  in  their  favor. 

Since  the  oral  was  given  immediately  after  the  written  exam,  there  was 
no  drop-off  due  to  applicants  not  showing  up   for  the  oral  appraisal. 

Line  10  shows  that  10.007°  of  those  who  took  the  oral  exam  failed.   The 
percentages  of  those,  who  failed  from  each  group  are  W  -  6.907°,  B_  -  07°,  0_  -  16. 677°, 
and  _F  -  0%.  This  means  that  while  U  made  up  about  75%  of  those  taking  the  oral, 
that  group  contributed  only  50.007°  of  the  failures.   Once  again  the  samples 
are  not  large  enough  to  use  this  finding  as  evidence  of  a  device  which 
operates  against  minority  groups.   I'n  general,  the  oral  for  this  position 
is  intended  merely  to  make  certain  that  the  candidate  meets  the  minimum  quali- 
fications; this  is  true  in  most  cases  where  the  oral  does  not  contribute  to 
the  final  score  ("pass  fail"  or  "qualifying  only"  orals).   It  is  for  those 
classes  where  the  oral  counts  for  part  or  all  of  the  score  that  an  actual 
evaluation  of  the  candidate  takes  place. 

The  last  line,  number  (11),  shows  that  36  candidates  were  placed  on 
various  lists;  this  is' a  success  rate  of  14.387°  for  all  candidates.   The 
success  rates  for  each  group  were  U  -  18.627°,  B_  -  6.527°,  0_  -  29.41%, 
S_  -  0%,  F  -  12.50%  and  OTHERS  -  0%.  As  can  be  seen,  the  S_  and  D_  groups 
were  least  successful  and  the  0_  group  was  most  successful,  exceeding  even 
the  W  group. 

A  useful  analysis  tool  in  studying  these  data  is  the  comparison  of  how 
many  eligibles  an  ethnic  group  contributed  to  the  list  of  successful 
candidates  with  how  many  that  group  contributed  to  the  total  number  of 
applicants: 

W  »  -   59.927°  of  all  applicants 

75.007°  of  successful  candidates 

B_   -   19.01%  of  all  applicants 

8.337°  of  successful  candidates 

P_   -    7.027°  of  all  applicants 

13.897°  of  successful  candidates 

S_   -    7.447°  of  all  applicants 

07°     of  successful  candidates 

F_   -    3.317°  of  all  applicants 

2.78%  of  sccessful  candidates 

°TH  -     .41%  of  all  applicants 

0%     of  successful  candidates 

UNK      2.89%  of  all  applicants 

0%     of  successful  candidates 
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As  can  be  seen,  the  W  and  0_  groups  expanded'  at  the  expense  of  the  other 
groups,  particularly  the  B_  and  S_  groups.  While  the  0_  group  performed  very  well 
in  this  examination  process,  it  expanded  only  6.87  percentage  points  as  compared 
to  the  15.08  for  the  W  group  and  W's  expansion  would  have  been  greater  if  it 
weren't  for  that  group's  "no  response  written"  rate  of  38.987..  While  the  W 
applicants  contributed  only  about  607.  of  those  who  participated  in  the  written 
exam,  they  comprised  757.  of  those  who  passed.  The  written  test,  therefore, 
does  seem  to  be  the  reason  for  the  expansion  of  the  W  group.  The  ()'s  also 
expanded  because  of  the  written;  they  comprised  about  127.  of  the  participants 
and  about  157.  of  those  who  passed.  Their  biggest  rise  in  proportion,  however, 
was  due  to  the  fact  that  no  ()'s  failed  to  attend  the  written  while  many  from  the 
other  group 8  did. 

Another  consideration  which  should  not  be  overlooked  is  where  on  the  list 
the  successful  minority  candidates  end  up  and  whether  they  are  actually  offered 
an  appointment  and  placed  in  the  job. 

1424  Clerk  Typist  List  E-143 
Rank  on  list   ethnic  code    resultant  employment  action* 
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*The  symbols  under  "resultant  emplpyment  action"  have  the  following  meanings: 

CP  -  -■:-.  -  accepted  a  permanent  position  (Certif  ied  Permanent) 

WP      -  refused  a  permanent  position  (Waived  Permanent) 

WT      -  refused  a  temporary  position  (Waived  Temporary) 

CT      -  accepted  a  temporary  position  (Certified  T_emporary) 

OFF  LIST-  name  removed  from  the  list  of  eligibles 

NR      -  No  Response,  here  it  means  no  answer  to  the  inquiry  of  whether 

the  eligible  would  accept  a  job. 

UNDER     oust  meet  some  requirement  before  appointment 
WAIVER  -  (for  example,  submit  a  copy  of  college  transcript) 

Lists  E-143  and  E-145  indicate  that  the  minorities  were  on  the  lower 
half  of  the  list  while  E-144  and  E-146  show  a  fairly  uniform  scattering. 
E-147  shows  the  minorities,  in  general,  scoring  lower  than  the  W  eligibles 
but  not  as  obviously  as  E-143  and  E-145.   Since  there  are  usually  more  jobs 
than  eligibles  in  the  clerical  series,  low  placement  did  not  cause  the  minorities 
to  lose  out  on  getting  jobs;  however,  the  better  jobs  usually  go  to  those  on  the 
top  of  the  list. 

Of  the  27  W  on  the  lists; 

7  accepted  permanent  positions 
15  refused  permanent  jobs  and  were  removed  from  the  lists 

1  was  under  waiver 

2  refused  temporary  jobs 

1  accepted  a  temporary  job 
1  not  offered  a  job  -  job  not  available 
Total:  S  eligibles  placed  in  jobs 

Of  the  3  B: 

1  refused  a  permanent  job,  off  the  list 

2  refused  temporary  jobs  (one  was  an  exempt-waiver  job  meaning  there 
was  something  irregular  about  the  hours,  location  or  special  require- 
ments) 

Total  of  0  placed  in  jobs 

The  1  F_  accepted  a  permanent  job 

Of  the  5  0: 

3  accepted  permanent  jobs,  one  resigned 
1  under  waiver 

1  refused  a  permanent  job  and  was  removed  from  the  list 
A  total  of  3  placed  in  jobs  (one  resigned) 

An  apparent  discrepancy  in  the  lists  should  be  eleared  up:  It  can  be 
seen  that  some  eligibles  have  been  offered  only  temporary  positions  or  no 
position  at  all,  while  others  lower  on  the  list  have  permanent  appointments. 
This  is  usually  due  to  the  fact  that  they  indicated  that  they  would  only  work 
for  (a)  certain  department(s)  and  no  permanent  requisitions  (in  one  case,  no 
requisition  at  all)  have  been  submitted. 
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Of  the  36  eligibles  on  the  list,  only  12  were  offered  jobs  and  accepted; 
one  of  these  resigned  afterwards  and  another  was  placed  in  a  temporary  position. 
Of  those  who  waived  the  jobs,  4  W  and  one  B  gave  reasons: 
W  1  found  better-paying  job 

1  thought  the  promotional  opportunities  not  good,  since  he  was  not  a 

San  Francisco  resident 
1  returned  to  college 
1  didn't  wish  to  commute  to  the  City. 

B_  wages  for  1424  Clerk  typist  had  been  reduced  from  $500/mo  to  $476/mo 
and  the  appointment  was  to  the  Department  of  Social  Services  which  she 
felt  was  a  bad  department  to  work  for, 

Returning  to  the  table  for  1424  group,  line  2  shows  that  64.057«  of  those 
taking  the  typing  test  failed  it.  The  hardest  hit  were  the  S_,  J_  and  B_  in  that 
order.  About  15  percentage  points  lower  came  the  W  and  0_  groups.  Testing  con- 
ditions for  all  the  candidates  were  fairly  consistent,  that  is,  very  poor. 
This  will  be  expanded  upon  in  the  section  on  complaints.  As  can  be  seen,  the 
W  group  grew  to  687.  of  the  remaining  applicants  after  the  typing  test  (59  W 
out  at  87  candidates).  Whether  this  is  a  reflection  of  the  actual  skill  of  the 
group  as  a  whole  compared  to  the  other  ethnic  groups  or  whether  it  is  an  artifact 
of  the  testing  environment  and  structure  remains  unknown.  A  possible  explanation 
may  be  that  through  earlier  discriminatory  practices  in  the  employment  area, 
minority  groups  did  not  have  the  same  chance  to  acquire  mechanical  proficiency 
with  the  typing  machines. 

Of  the  23  W  who  did  not  take  the  written: 

6  moved  before  study  tried  to  contact  them 

3  other  jobs 

1  was  waiting  for  a  Senior  Clerk  Stenographer  job  with  City  Civil 

Service 
1  was  waiting  for  a  Senior  Clerk  Typist  job  with  City  Civil  Service 
3  were  interested  in  Limited  Tenure  jobs  only 
9  unknown 

2  Unknowns : 

1  moved  before  study  tried  to  contact  her 
1  unknown 

the  1  B_  moved  before  the  study  tried  to  contact  her 

the  1  S_  moved  before  the  study  tried  to  contact  her 

the  1  J_  unknown 

Once  again  the  reasons  for  the  large  number  of  "no  responses"  among  the  W 
group  seem  to  center  around  the  exercising  of  other  employment  options  open  to  them. 
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1650  Accountant 

W       B      0       S  F  OTH  A.I.  UNK  TOTAL 

1.  Total  Number    39      1      17      4  65  8             134 

of  Applicants  (29.10)  (0.75)  (12.67)  (2.99)  (48.51)  (5.97) 
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(17.65)        (9.23)  (13.43) 
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- 

9. 

Participated 
in  Oral 

7 

- 

10. 

Fail  Oral 

0 

- 

11. 

Pass  Oral 
On  List 

(29.17) 

7 
(17.95) 

- 

5      0     13      1     -    -    26 

0      -      2     0     -    -     2 

(15.38)  (7.69) 


5  -      11      1     -  -    24 

0  -       0      0     -  -     0 

(20.83)  (45.83)  (4.17) 

5  11      1     -  -    24 

(29.41)  (16.92)  (12.50)         (17.91) 
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D.  The  requirements  for  1650  Accountant  were  (l)  age:  at  least  21  years  old, 
(2)  residency:  San  Francisco  residency  not  required,  (3)  education:  B.A.  degree 
in  accounting  or  business  administration  OR  CPA  certificate  OR  any  B.A.  with 
at  least  twelve  semester  units  in  accounting  and  an  overall  average  of  "B"  or 
better.  Candidates  who  failed  the  exam  were  allowed  to  take  the  exam  only  once 
more  and  had  to  wait  six  months  before  their  second  attempt.  This  was  designed 
to  prevent  anyone  from  passing  the  test  by  memorizing  the  questions. 

The  exam  process  consisted  of  a  written  exam  worth  800  points  and  an  oral 
interview  worth  200  points.   The  candidates  chosen  for  the  study  were  those  who 
applied  after  January  11,  1971.  The  written  was  held  March  13,  1971  and  the 
orals  were  on  April  27th  and  28th.  The  list  was  adopted  May  13,  1971,  giving 
a  figure  of  about  4  months  from  receipt  of  applications  to  the  adoption  of  the 
list. 

Accountant  has,  in  recent  years,  had  a  much  higher  percentage  of  minority 
applicants  than  most  other  Civil  Service  positions.  Along  with  the  Junior 
Engineer  classes,  it  is  responsible  for  most  of  the  minority  group  members 
working  for  the  City  in  professional-type  jobs. 

Line  1  of  the  table  supports  this  observation  since  the  W  group  made  up 
only  29.107.,  of  the  applicants.  The  most  candidates  were  F_;  they  made  up  48.517. 
of  the  total.  Next  was  the  0  group  with  12.677.,  QTH  with  5.977.,  S_  with  2.997. 
and  B_  with  .757..  Obviously,  this  is  an  unusual  sample  in  terms  of  what  might 
be  expected  on  the  basis  of  San  Francisco's  estimated  minority  group  populations. 
The  only  S_  applicants  were  not  U.S.  citizens;  like-wise  most  those  in  the  F_,  and 
OTH  groups  were  non-citizens.   It  would  seem  that  the  field  of  accounting  has 
been  virtually  unexplored  by  U.S.  citizens  of  the  Black  and  Spanish- surnamed 
ethnic  groups^  Obviously,  there  was  some  sort  of  communication  in  the  Filipino 
community  as  to  the  availability  of  accountant  positions  with  the  City;  this 
interest  was  evidently  totally  lacking  in  the  Black  and  Spanish  communities, 
probably  because  of  the  high  educational  requirement. 

The  sixth  line  shows  that  the  W  and  ()  groups  had  essentially  the  same 
failure  rate,  58.827,  and  58.337.  respectively.  The  rate  of  failure  for  the 
F_  applicants  was  significantly  higher  at  75.007..   Since  most  of  the  0_  group 
went  to  American  schools  and  most  of  the  F_  group  went  to  Filipino  schools,  the 
difference  in  failure  rates  between  the  W  and  0^  groups  as  compared  to  that  of 
the  F_  applicants  may  be  a  reflection  of  a  language  handicap  and/or  differing 
educational  or  accounting  methods.   The  S_  and  OTH  groups  each  had  one  failure 
and  the  small  number  of  each  group  who  took  the  test  gives  distorted  failure 
rates  of  100.007.  and  50.007..   The  overall  failure  rate  for  the  test  was  69.057., 
making  it  only  slightly  less  effective  in  eliminating  candidates  than  the  Police 
Cadet  exam  previously  mentioned. 

Of  those  passing  the  exam,  only  two  (both  F)  did  not  attend  the  Oral 
interview;  all  those  who  did  attend  the  written  passed.  The  following  is  a 
breakdown  of  oral  ratings  by  race: 
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W   -   171.80     0   -  156.30     F  -  166.40    OTH   -   153.60 


171.80 

0 

-  156.30 

F  • 

-  166.40 

168.10 

155.00 

160.80 

166.80 

153.40 

159.60 

166.60 

151.60 

159.20 

158.40 

148.70 

155.00 

154.80 

154.10 

144.70 

153.50 

149.70 
149.40 
148.30 
143.00 
The  means  of  the  different  groups'  oral  ratings  were:  W  -  161.60, 
0  -  153.00,  J_  154.45  and  the  1  OTH  second  153.60.  On  the  average  then,  W 
applicants  scored  7  or  8  points  higher  than  their  competitors.   This  may  be  due 
to  differing  levels  of  education  and  experience  or  it  might  be  a  reflection  of 
language  problems  among  the  minority  applicants.  Hesitancy  in  answering  ques- 
tions because  of  a  language  barrier  or  a  strong  accent  make  it  difficult  for 
an  oral  board  to  give  an  unbiased  rating. 

After  passing  the  oral  applicants  were  placed  on  list  E-30.   There  were  ..• 
24  successful  candidates  of  the  134  whc  applied, giving  a  success  rate  of  17.917.. 
The  W  group  had  a  success  rate  of  17.95%,  the  0_  group,  29.417.,  the  F_  group, 
16.927o,  the  OTH  group  12.507.  and  the  B_  and  S_  groups  had  no  successes  at  all. 
W  made  up  29.177.  of  those  on  the  list  and 

29.107<>  of  the  total  number  of  applicants. 

0_  made  up  29.417.  of  those  on  the  list  and 

12.677.  of  the  total  number  of  applicants. 

F_  made  up  45.837.  of  those  on  the  list  and 

48.517.  of  the  total  number  of  applicants. 

OTH  made  up  4.177.  of  those  on  the  list  and 

5.977.  of  the  total  number  of  applicants. 
As  these  figures  show,  the  W,  F_  and  OTH  groups  maintained  their  approxi- 
mate proportions  in  the  population  of  all  the  applicants.  The  group  which  ex- 
panded to  fill  the  void  left  by  the  failure  of  the  S_  and  B_  groups  (and  also 
picked  up  a  few  percentage  points  from  the  J_  and  OTH  groups  was  the  0_.  () 
expanded  primarily  after  steps  3  (no  response  written)  and  6  (Fail  Written). 
The  expansion  was  due  to  the  higher  mortality  rates  of  certain  other  groups 
during  these  steps.  For  instance,  £  comprised  about  147.  of  the  participants 
in  the  written  exam  and  about  197.  of  those  who  passed.  The  expansion  was  at 
the  expense  of  the  F_  group  who  made  up  about  627.  of  those  taking  the  test  and 
only  50.007,  of  those  passing. 

Although  there  is  little  evidence  pointing  toward  a  discriminatory  exami- 
nation process  for  accountant  (the  high  failure  rate  on  the  written  test  for 
the  Filipino  candidates  being  the  only  truly  adverse  indication),  the  almost 
total  lack  of  B_  and  S_  applicants  is  a  matter  of  concern.  As  has  been  said, 
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this  position  is  of  supreme  importance  in  the  City  structure  and  is  absolutely 
necessary  to  any  scheme  of  equal  employment. 


Rank 

ethnic  code 

resultant  employment 

action 

1 

W 

CP 

2 

0 

CP 

3 

F 

CP 

4 

0 

CP 

5 

W 

CP 

6 

F 

CP 

7 

0 

WP 

8 

0 

CP 

9 

w 

CP 

10 

w 

CP 

11 

w 

CP 

12 

F 

CT 

13 

F 

CT 

14 

F 

WT 

15 

0 

CT 

16 

F 

CT 

17 

W 

CT 

18 

F 

WT 

19 

OTH 

WT 

20 

F 

WT 

21 

F 

WT 

22 

W 

CT 

23 

F 

WT 

24 

F 

WT 

Though  the  F_  group  did  slightly  better  on  the  oral  than  the  other  minorities, 
8  of  the  11  J_  eligibles  were  on  the  bottom  half  of  the  list.  It  is  evident  from 
this  that  the  written  exam  did  more  than  just  eliminate  757.  of  all  the  J_  applicants 
who  took  the  test;  it  also  relegated  most  of  those  who  passed  to  the  bottom  of 
the  list.  In  contrast,  the  0_  group,  which  had  the  worst  average  oral  rating, 
succeeded  in  placing  4  of  its  5  members  among  the  top  eight  on  the  list.  Obviously, 
the  ()  group,  in  general,  did  very  well  in  the  written  exam,  better,  in  fact,  than 
the  W  group  which  placed  only  2  of  its  7  members  in  the  top  eight  slots  even  though 
the  group  had  an  average  of  an  8  point  advantage  (from  the  oral)  over  the  () 
candidates. 

The  manner  in  which  the  relative  ranking  of  the  eligibles  effected  the 
employment  of  the  various  minorities  can  be  seen  in  the  third  column  of  the 
above  table  and  is  compiled  here: 

W  group 

5  certified  to  Permanent  jobs 
2  certified  to  Temporary  jobs 
Total  of  7  employed 
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(intentionally   left  blank) 
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W:   2  -  got  other  jobs  (one  said  CSC  took  too  long) 

2  -  moved  by  the  time  the  study  tried  to  contact  them. 
2  -  reason  unknown. 
There  were  some  unexpected  reasons  among  the  £  group.   Some  sort  of 
technical  error  was  evidently  responsible  for  the  two  Filipinos  who  were  not 
notified.  The  reason  given  as  "address  unknown  (no  such  number)  means  the 
address  on  the  application  was  filled  in  incorrectly  by  the  applicant. 

The  fourth  line  of  the  table  shows  the  number  and  percentage  of  each  ethnic 
group  who  did  not  appear  for  the  written  exam.  The  W  group  had  a  no  response 
rate  of  43.337..  and  although  the  B_,  S_  and  F_  groups  had  higher  rates,  (1007», 
757.  and  757.  respectively)  the  smaller  size  of  these  groups  must  be  taken  into 
account.  As  a  result  of  this  drop  off,  both  the  0_  and  F_  groups  benefited  since 
they  had  very  low  rates;  however,  eventhough  the  F_  group  expanded  at  both  steps 
2  and  4,  the  effect  of  the  written  was  overwhelming  and  ate  up  the  small  gains 
that  it  had  made  up  to  that  point. 

The  reasons,  by  race,  for  no  responses  were: 

VJ    1     didn't  feel  he  could  pass  test 
1  -  out  of  town 

1  -  not  notified  of  exam 

4  -  got  other  job  (one  because  CSC  took  too  long) 

2  -  moved  by  the  time  the  study  tried  to  contact  them 
1  -  moved  before  test 

1  -   sick 

2  -  unknown 

B    1     moved  before  study  tried  to  contact  him 

£    1   -  CSC  took  long 
1  -  unknown 

S_    1  -   sick 

1   -  moved  before  test,  credential  card  not  forwarded  to  new  address 
1  -  couldn't  take  test  during  the  day  time 

F    1     moved  before  test 

3  -  moved  before  study  tried  to  contact  them 
1  -  found  another  job 

1   -  could  not  get  time  off  from  work  to  take  the  test 
1  -  moved;  credential  card  was  not  forwarded  in  time 

OTH  2  -  moved  before  the  study  tried  to  contact  them 

1  -  moved;  credential  card  was  not  forwarded  in  time 

1  -  postponed  taking  exam  so  he  could  study  more 

1  -  moved  before  the  test 

1  -  unknown  at  the  address  he  gave 
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In  -addition,  the  2F  who  did  not  attend  the  oral  gave  the  following  reasons: 
one  was  out  of  town  on  business  and  the  other  had  moved. 

Changes  of  residence  seem  to  have  been  the  largest  factor  in  the  drop-off 
at  the  written,  but  it  may  be  that  the  one  at  the  major  reasons  these  people 
moved  is  because  they  couldn't  find  work  and  this  is  directly  connected  to  one 
of  the  other  reasons,  "the  CSC  took  too  long". 
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1840  Jr.  Management 

W     B  0        S      F      OTH     AI    UNK  TOTAL 

1.  Total  Number    437    22  47      17      36      10      1     11   581 
of  Applicants  (75.22)  (3.79)   (8.09)   (2.93)   (6.20)   (1.72)  (0.17)  (1.89) 

2.  Rejected 

Before   the                   10  1000002 

Written                (0.23)  (2.13)                                                                                  (0.34) 

3.  Qualified 

for  Written     436    22  46      17      36      10      1     11   579 

4.  No  Response     237     8  17       5       6       2      0      8   283 
Written      (54.36)  (36.36)  (36.96)  (29.41)  (16.67)  (20.00X0.00)  (72.73X48.88) 

5.  Participated 

in  Written      199    14  29      12      30       8      13   296 

6.  Fail  Written     99    14  26      12      29       6      0      3   189 

(49.75)  (100)  (89.66)  (100)   (96.67)  (75.00)       (100)(63.85) 

7.  Deep  Freeze      73     0  3       0       0       210    79 

(36.68)  (10.34)               (25.00)  (100)       (26.69) 

8.  Pass  Written 
Qualified  for 

Oral            27     0  0      0       1       000    28 

9.  No  Response       6-  -       -       0       __«6 
Oral         (22.22)  (21.43) 

10.  Participated 

in  Oral         21-  -       -       1       -      _      _    22 

11.  Failed  Oral       0-  0       -      -      -     0 

12.  Pass  Oral:   (95.45)  (4.55) 

On  List         21-  -       -       1                        22 

(4.81)  (2.78)                   (3.79) 
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E.    The  requirements  for  1840  Jr.  Management  Assistant  were  (1)  residence  - 
San  Francisco  residence  not  required,  (2)  citizenship  -  non  citizens  must  be 
California  residents  and  have  declared  their  intention  to  become  U.S.  citizens, 
(3)  education  -  possession  of  a  B.  A.  degree  in  personnel  administration, 
business  administration, economics,  political  science,  psychology,  public  adminis- 
tration, sociology,  accounting  or  closely-related  field  and  (4)  must  have 
graduated  within  the  last  5  years  or  have  one  year  of  graduate  work  in  the  above 
fields  or  one  year  of  administrative  or  management  experience  or  any  combination 
of  experience  or  graduate  work  in  the  past  five  years. 

The  exam  process  consisted  of  a  written  exam  and  an  oral  interview,  each 
worth  500  points.   The  class  was  opened  for  application  on  October  13,  1970, 
the  written  was  held  on  February  27,  1971,  the  orals  were  held  on  June  10  - 
27,  1971  and  the  list  was  adopted  July  21,  1971.  This  class  and  two  others 
in  the  same  series,  1842  Management  Assistant  and  1844  Sr.  Management  Assistant 
were  part  of  a  general  examination  in  the  Management  Assistant  and  Administrative 
Analyst  classifications.  Although  many  of  the  exams  were  given  on  both  an 
entrance  and  promotive  basis,  this  study  has  chosen  to  deal  only  with  the 
entrance  groups  since  most  candidates  who  file  promotively  also  file  entrance 
applications.  The  entrance  group  therefore  includes  both  current  City  employees 
and  those  who  do  not  work  for  the  City,  giving  a  wider  sample  and  greater 
probability  of  minority  participation. 

The  number  of  minority  applicants  was,  however,  disappointing.  W  applicants 
made  up  75.227>  of  the  candidates  while  the  jB  and  S_  groups  comprised  only  3.79% 
and  2.937o  respectively.  The  very  poor  turn  out  for  these  two  ethnic  groups 
closely  parallels  that  for  1650  Accountant  and  once  again  the  chief  reason 
is  prbably  the  high  educational  requirement. 

The  minority  group  proportions  gained  slightly  until  the  written  exam. 
Once  again  the  minority  groups  did  badly  on  the  test.  All  the  remaining  B_ 
and  S_  applicants  failed;  96.67%  of  the  F,  89.66%  of  the  0  and  757.  of  the  OTH 
candidates  failed.  Meanwhile,  the  W  group  test  only  49.757..  Not  even  the 
Orientals,  who  had  done  about  as  well  as  the  Whites  in  the  written  exam' for 
Clerk  Typist  and  Accountant,  came  anywhere  near  the  performance  of  the  W  group. 

In  addition  to  those  who  failed  the  test  are  those  on  the  "Deep  Freeze" 
list.   These  are  applicants  who  passed  the  test  but  were  not  considered  for 
the  positions  because  of  the  large  number  of  candidates  who  passed  and  the 
small  number  of  jobs  available.  A  second  cut-off  point  was  established. 
Only  those  who  scored  above  the  second  cut-off  were  given  oral  exams  and  placed 
on  the  list  of  eligibles;  those  who  scored  below  the  cut-off  but  above  the 
failing  point  were  listed  in  the  deep  freeze  and  will  not  be  processed  further 
unless  the  regular  list  is  exhausted.   Since  there  are  22  eligibles  on  the  list 
and  only  about  3  jobs,  this  doesn't  seem  too  likely. 

In  reality,  the  effect  of  the  written  was  to  eliminate  all  minority  can- 
didates except  one  Filipino  and  about  857.  of  the  White  participants  leaving  27. 

Of  the  27  W,  6  did  not  attend  the  oral.   Everyone  who  did  attend,  passed, 
however.  The  final  result  was  a  list  of  22  eligibles,  only  one  of  whom  was 
a  minority;  he  was  a  F_  and  was  number  13  on  the  list. 
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As  line  12  shows,  the  group  expanded  20  percentage  point;  from  filing  of 
applications  to  adoption  of  the  list.  Since  the  W  participants  comprised  only 
about  67%  of  those  talcing  the  test  and  the  group  lost  22.22%  of  those  who  passed 
due  to  "no  response  orals1,'  the  actual  expansion  because  of  the  written  was 
greater  than  20  percentage  points  -  it  was  somewhere  in  the  neighborhood  of 
30  points. 

The  fact  that  there  was  only  one  minority  on  the  list  and  so  few  jobs 
available,  obviates  the  necessity  of  analyzing  rank  on  the  list  VS.  race  and 
resultant  employment  action. 

In  this  exam  only  preapplication  cards  were  used  until  the  point  of  the 
oral  interview.  For  this  reason,  no  one  was  rejected  before  the  examination 
except  two  candidates,  1  W_  and  1  0_}who  did  not  give  their  addresses  on  the  pre- 
application card. 

Next  to  the  effects  of  the  written  exam,  the  most  important  consideration 
for  this  class  is  the  no  response  drop-off.  As  is  usual,  W  accounted  for  the 
highest  percentage  of  non-participants  with  the  exception  of  the  UNK,  most  of 
whom  are  unknown,  as  has  been  explained  before,  because  they  did  drop  out  and 
the  study  was  unable  to  contact  them.   The  next  highest  percentages  of  no 
response  among  those  qualified  for  the  written  were  the  JB  and  0^  groups  at  about 
18  percentage  points  less  than  the  U  group.   The  breakdown  of  reasons  given  for 
not  responding  is  somewhat  sketchy  due  to  the  large  number  of  non-participants: 

237  W:   17  moved  before  the  test 

17  moved  by  the  time  the  study  tried  to  reach  th-.m 

3  moved,  notices  of  exam  not  forwarded  in  time 

8  addressees  unknown  at  address 

4  no  such  street  or  street  number 

18  found  jobs 

18  accepted  other  jobs  because  CSC  took  so  long 

4  lost  interest  in  the  job 

2  didn't  meet  requirements 

1  heard  conditions  were  bad  for  City  employees,  because  of  CSC 

5  took  too  long 

9  previous  committments 

6  had  to  work 

3  not  notified  of  exam 

2  returned  to  school 
2  ill  on  exam  day 

1  felt  he  couldn't  compete  with  business  administration  majors 
1  job  not  what  she  wanted,  negative  attitude  of  CSC 
1  forgot  date  of  exam 
1  deceased 
1  retired 

1  enlisted  in  navy  because  he  couldn't  find  a  job 
1  family  ill,  and  length  of  trip  (120  mi)  to  take  test. 
110  reasons  unknown 
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8  B:     2  took  too  long,  found  other  jobs 
1  ^ound  other  work 

1  moved  before  the  study  tried  to  contact  him 
1  because  of  a  previous  unsuccessful  employment  attempt  with  CSC 

1  because  of  previous  problems  with  government  agencies 

2  reasons  unknown 

17  0_:     1  moved  before  the  test 

1  found  another  job 

2  active  duty,  U.S.  Army 

1  lost  interest  in  job 

2  had  to  work  on  test  date 
1  wife  was  ill 

9  reasons  unknown 

5  S:     1  felt  she  was  not  qualified 

1  qualified,  but  he  didn't  want  to  work  for  CSC 

3  reasons  unknown 

6  F:     1  had  to  work  on  day  of  test 

1  took  too  long,  more  interested  in  accounting 
1  took  too  long,  moved 

1  mistrusted  CSC  because  of  an  incident  where  Orientals  who 
scored  high  on  the  written,  scored  low  on  the  oral  - 
felt  he  would  be  humiliated  because  of  his  race 

2  reasons  unknown 

2  OTH:   both  reasons  unknown 

2  UNK:    1  moved  before  test 

2  moved  before  the  study  contacted  them 

1  address  not  correct 

4  reasons  unknown 

Of  the  6  U  who  did  not  attend  the  oral: 

2  -  said  CSC  took  too  long 

1  -  said  exam  aimed  at  weeding  out  all  but  business  administration 
majors  (implied  he  would  not  do  well  on  oral  because  of  this) 

3  -  reasons  unknown 

Among  these  reasons  are  the  first  real  indications  of  a  distrust  and 
dislike  of  CSC  and  its  procedures  by  the  candidates.   It  is  likely  that  the 
non-participants  were  more  willing  to  voice  their  dissatisfaction  because 
of  the  added  irritation  of  long  delays  between  the  receipt  of  applications 
and  the  written  and  between  the  written  and  oral  exams. 
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The  initial  delay  was  caused  by  protests  on  the  promotive  job  announcements; 
these  were  amended  and  reissued.  Also,  since  the  combined  testing  group  was  so 
large,  it  was  necessary  to  pick  a  Saturday  when  no  other  tests  had  been  scheduled; 
this  forced  the  CSC  staff  to  schedule  the  exam  somewhat  farther  down  the  calendar 
than  usual.   The  delay  between  the  written  and  oral  was  due  to  the  protests  on  the 
answers  to  the  written  test,  the  scoring  of  hundred  of  exams,  and  the  notification 
of  hundreds  of  applicants;  the  fact  that  many  of  the  candidates  applied  for  several 
positions  served  to  further  complicate  the  task,  as  there  were  different  passing 
scores  and  cut  offs  for  the  different  positions. 

Basically,  the  delays  were  not,  on  the  whole,  the  fault  of  the  CSC  staff; 
however,  there  were  wide  areas  in  which  the  CSC  could  have  been  more  effective, 
particularly  in  the  clearing  of  protests  on  the  written-   Generally  though, 
CSC  was  the  victim  of  the  protest  system. 

The  time  lapse,  of  course,  was  the  major  contribution  to  the  large  drop-off.. 
One  immediate  consequence  of  the  drop  off  was  beneficial  to  Civil  Service. 
There  were  almost__200  applicants  for  each  available  job  and  the  drop  off  for  the 
written  (almost  5(X0  helpe.d  to  make  the  number  slightly  more  manageable. 

In  the  long  run  however,  the  effects  can  only  be  detrimental;  in  addition  to 
the  problem  of  the  obvious  waste  of  staff  time,  how  many  of  the  233  who  dropped 
out  before  the  written  and  the  6  who  dropped  out  before  the  oral  will  ever  con- 
sider employment  with  the  City  again?  Through  these  people  and  others  who  have 
had  similar  experiences,  if  not  worse,  with  CSC,  the  word  is  spreading,  "Don't 
bother  with  the  San  Francisco  Civil  Service  -  it's  not  worth  the  hassle!" 

The  current  situation  is  a  positive  feed  back  mechanism.   The  worse  the 
situation  becomes,  the  angrier  the  candidates  and  employees  become  and  the 
more  willing  they  are  to  fight  Civil  Service;  this,  in  turn,  makes  the  situation 
even  worse. 
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(intentionally  left  blank) 
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1842  Management  Assistant 

W     B<      0       S  F     OTH  AI    UNK  TOTAL 

1.  Total  Number   264    21      31      10  27     C     -    6    367 
of  Applicants  (71.93)(5.72)   (8.45)   (2.72)  (7.36)  (2.18)     (1.63) 

2.  Rejected 

Before  the                00                1                0  00-01 
Written                                             (3.23) 

3.  Qualified 

for  Written    264    21      30     10  27     8     -    6    366 

4.  No  Response    107    11      9      3  4     1-5    140 
(40.53)(52.38)(30. 90)(30. 00)  (14.80(12.50)  -  (83.33X38.25) 


21       7      23     7     -    1  226 

21       7      22     6     -    1  176 

(70.06X90.00X100)   (100)    (95.65X85.71)  -  (100)  (77.88) 

0      0      0     1     -    0     22 

(14.29)  -    0  (9.73) 


0      0       1     0     -    0     28 

9.  No  Response      4-  -       -       0---4 
Oral          (14.81)  (14.29) 

10.  Participated 

in  Oral        23-  -      -       1___24 

11.  Fail  Oral       4-  -       -       0---4 

(17.39)  (16.67) 

12.  Pass  Oral:    (95.00)  (5.00) 

On  List        19-  -       -       l-__20 

(7.20)  (3.70)  (5.45) 


Written 

(40.5 

3X52.38) 

5. 

Participated 
in  Written 

157 

10 

6. 

Failed 
Written 

110     9  . 
(70.06X90.00) 

7. 

Deep 
Freeze 

20     1 
(12.74X10.00) 

8. 

Pass  Written 
Qualified  for 
Oral 

27 

0 
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F.    The  qualifications  for  1842  Management  Assistant  are  basically  the  same 
as  those  for  Jr.  Management  Assistant,  except  for  the  addition  of  an  experience 
requirement  of  2  years  in  a  management- type  or  administrative  position.  The 
exam  process  and  time  table  were  also  identical  with  the  exception  that  the  list 
was  adopted  July  _23,  1971.  Many  of  the  same  test  questions  were  included  in 
both  exams  and  many  candidates  applied  for  two  or  more  of  the  different  classes. 
Candidates  who  applied  on  different  levels  have  not  been  given  any  special 
treatment  in  the  study. 

All  the  minority  groups  except  S_  and  A.I,  showed  slight  gains  in  the  sample 
of  all  applicants  for  the  position  as  compared  to  the  Jr.  Management  level 
while  the  proportion  of  whites  dropped  slightly.   It  is  especially  interesting 
that  the  percentage  of  B_  showed  the  largest  increase,  almost  2  points,  eventhough 
the  requirements  for  this  position  are  stiffer  than  those  for  1840  Jr.  Management 
Ass't. 

Because  of  the  drop-off  of  those  who  did  not  take  the  written,  the  B_  group 
comprised  only  4.387.  of  the  participants  in  the  written  (line  5).  Since  the 
tests  for  the  management  series  had  so  many  questions  in  common,  it  could  have 
been  easily  predicted  that  the  results  for  all  these  written  exams  would  be 
similar.  Once  again,  the  minority  groups  suffered  from  exceedingly  high  mortality 
rates.  When  those  who  failed  the  written  and  those  who  were  placed  on  the  deep 
freeze  are  summed,  the  results  are  27  W  and  1  F_  who  were  eligible  for  the  oral 
exam.  This,  by  the  way,  is  the  same  Filipino  who  passed  the  exam  for  Jr. 
Management  Ass't. 

As  with  the  other  management  class,  there  was  a  small  number  of  "no  response 
orals"  among  the  VJ  group.  4  of  the  W  who  took  the  oral  failed  because  they  lacked 
the  2  years  of  experience. 

Line  (12)  shows  that  the  success  rate  for  the  W  applicants  was  7.207., 
that  of  the  F_,  3.707.  and  that  of  all  other  groups,  07..  whites  made  up  71.937. 
of  all  applicants  and  957.  at  the  successful  candidates.  The  Filipino  group 
managed  to  place  57.  of  the  successes,  a  2-point  drop  from  its  original  proportion. 
All  other  groups  were  unsuccessful. 

The   successful  Filipino  came  out  slightly  better  on  this  list,  number  7 
of  20  eligibles,  but  since  a  promotive  list  for  this  class  has  also  been 
adopted  and  will  be  canvassed  first,  it  is  doubtful  whether  any  of  those  on 
the  entrance  list  will  be  offered  positions. 

Once  again  rejects  were  not  a  consideration  because  of  the  pre-application 
cards.   The  0_  who  was  rejected  was  the  same  one  who  was  rejected  for  Jr. 
Management  Ass't  because  no  address  was  given. 

The  pattern  of  no  responses  was  similar  to  that  of  the  lower  class 
although  the  B_  rate  of  no  response  rose  sharply  while  the  others'  fell. 
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Of  107  W  who  were  non-participants  in  the  oral: 

7  -  moved  before  the  exam 

7  -  moved  by  the  time  the  study  tried  to  contact  them 

3  -  addressee  unknown 

1  -  no  such  street 
9  -  got  other  jobs 

2  -  had  to  work 

1  -  got  other  job,  didn't  meet  experience  requirement 
6  -  took  too  long,  got  other  jobs 

5  -  not  notified  of  the  exam 

2  -  took  too  long,  (l)  bad  news  reports  on  CSC 

2  -  not  enough  notice  -  couldn't  change  plans  in  time 

2  -  forgot  exam  date 

4  -  out  of  town  at  the  time  of  the  exam 
2  -  other  commitments  on  test  date 

1  -  withdrew  from  1842  exam,  took  only  1840 

1  -  couldn't  get  babysitter 

1  -  did  not  meet  requirements 

1  -  felt  written  test's  worthless,  and  CSC  archaic 

50  -  reasons  unknown 

Of  the  11  B_  no  responses: 

1  •>  because  of  previous  bad  experience  with  CSC  hiring 

1  -  because  of  previous  bad  experience  in  governmental  agencies 

1  -  got  another  job 

1  -  ill 

1  -  not  notified  of  exam 

1  -  did  not  live  at  given  address 

1  -  doesn't  do  well  on  written  tests,  believes  tests  weed  out  minorities, 
and  only  good  indication  is  actual  performance  on  the  job 

4  -  reasons  unknown 

Of  the  9  0  : 

1  -  out  of  town 

1  -  wife  ill 

1  -  lost  interest  in  job 

1  -  found  other  job 

5  -  reasons  unknown 

Of  the  3  S_  : 

1  -  decided  against  working  for  CSC 

2  -  reasons  unknown 

Of  the  4  F: 

1  -  not  prepared  for  test 

1  -  had  to  work 

1  -  felt  he  would  do  badly  on  oral  because  of  his  race 
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1  -  took  too  long  and  more  interested  in  accounting 

The  1  OTH  :   unknown  at  given  address 

Of  the  5  UNK: 

1  -  no  such  street  number 
4  -  unknown  reasons 

Of  the  4  W  who  did  not  take  the  oral: 

1  -   said  City  is  worse  employer  than  his  present  one 

1  -   said  it  took  too  long  and  CSC  has  no  communication  with 

applicants 

2  -  reasons  unknown 

Some  of  the  more  distinctive  replies  are  familiar  and  the  result  of  a 
single  complaint  by  one  candidate  for  2  or  more  classes.  The  general  pattern 
is  the  same,  however.   There  was  a  great  deal  of  animosity  generated  because 
of  the  long  delays. 
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1844  Sr.  Management  Assistant 


W      B       OS       F     OTH  AI   UNK   TOTAL 


1.  Total  Number    154     8      19      1       8      5-2     197 
of  Applicants  (78.17)  (4.06)  (9.64)  (0.51)   (4.06)  (2.54)    (1.02) 


2.  Rejected 
Before 

Written 

0 

0 

0     0 

0 

0 

0 

0 

3.  Qualified 

for  Written 

154 

8 

19      1 

8 

5 

2 

197 

4.  No  Response 
Written 

50 
(32.47) 

5 
(62.50) 

6      1 
(31.58X100) 

2 
(25.00) 

1 
(20.00)- 

1      66 
(50.00X33.50) 

5.  Participated 
in  Written 

104 

3 

13      0 

6 

4 

1 

131 

6.  Failed 
Written 

77     2      13 
(74.04X66. 67)(100) 

6 
(100) 

4 
(100) 

1 
(100) 

103 
(78.63) 

7.  Pass  Written: 

Qualified  for 

Oral 

27 

1 

0 

0 

0 

0 

28 

8.  No  Response 
Oral 

2 
(7.41) 

1 
(100) 

- 

- 

- 

- 

3 

(10.71) 

9.  Participated 
in  Oral 

25 

0 

—     _ 

-  . 

_    _ 

_ 

25 

10.'  Fail  Oral 

2 

- 

- 

- 

- 

- 

2 

11.  Pass  Oral: 

(100) 

On  List 

23 

(14.94) 

- 

-      - 

- 

- 

- 

23 

(11.68) 
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G«    The  change  of  the  experience  requirement  .to  4  years  is  the  only  difference 
in  the  qualifications  for  1844  Sr.  Management  Ass't  as  compared  to  the  lower 
levels.  The  exam  process  was  also  changed  slightly  by  the  elimination  of  the 
deep  freeze.  The  time  table  remained  the  same. 

As  might  be  expected,  the  minority  participation  in  this  exam  was  less 
than  that  in  the  lower  classes;  an  exception  was  the  0^  group  which  increased 
to  9.647o  of  the  total.   S_  participation  was  almost  non-exist    and  the  £ 
group  comprised  only  4.067.,  of  the  total. 

After  the  written,  as  in  the  other  two  exams  for  this  series,  minority 
candidates  were  virtually  eliminated.  Only  one  minority,  a  Black,  passed  and 
he  did  not  attend  the  oral  nor  did  2  of  the  27  Whites  who  passed  the  test. 
The  last  casualities  were  2  W  who  failed  the  oral  because  they  lacked  4  years 
of  experience.  This  examination  process  shows  a  success  rate  of  14.947.  for 
the  W  group  and  07,  for  all  other  groups.  W  applicants  expanded  from  78.177.  at 
the  time  of  application  to  1007.  of  the  successful  candidates. 

Since  there  were  no  rejections  before  the  exam  and  no  minorities  on  the 
list,  the  sections  dealing  with  these  areas  have  been  omitted. 

The  breakdown  for  the  no  responses  to  the  written  is 
50  W: 

5  -  moved  before  test 

5  -  moved  by  the  time  the  study  tried  to  contact  them 

1  -  ill 

4  -  took  too  long,  got  other  jobs  (one  claimed  sexual  discrimination) 

1  -   took  other  job,  because  as  an  LT  employee  he  was  displeased  with 

CSC 

2  -  not  notified 

5  -  got  other  jobs 

1  -  out  of  town 

2  -  prior  commitments 
24  -  reasons  unknown 

5  B : 

1  -  got  other  job 

1  -  unknown  at  given  address 

1  -  moved  before  study  tried  to  contact  him 

1  -  because  of  prior  unsuccessful  employment  attempt  with  CSC 

1  -  reason  unknown 

6  0 : 

1  -  wife  ill 

1  -  moved  before  study  could  contact  him 

4  -  reasons  unknown 
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1  S_  :  not  notified 

2  F  : 

1  -  not  prepared  for  exam 

1  -  reason  unknown 

1  OTH:  -  unknown  at  given  address 

1  UNK  -  no  such  street 


The  same  statements  made  in  connection  with  the  no  responses  for  the  other 
management  classes  hold  true  for  this  classification. 

Of  the  two  W  and  1  B_  who  were  no-response-oral's,  only  the  reason  of  the 
B_  was  discovered  —  he  was  appointed  to  a  higher  job  in  the  City  employment 
structure  and  was  therefore  not  really  a  casualty  of  the  examination  process. 
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(intentionally  left  blank) 
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2302  Orderly 


W        B      0      S      F   OTH  AI  UNK    TOTAL 


1.  Total  Number    14      11      2      2      3    -    -   1       33 
of  Applicants  (42.42)  (33.33)  (6.06)  (6.06)  (9.09)        (3.03) 


1       14 
(100)   (42.42) 


19 


2. 

Rejected 
Before 
the  Exam 

6 
(42.86) 

4 
(36.36) 

0 

1      2 
(50.00X66.67) 

3. 

Qualified 
for  Oral 

8 

7 

2 

1      1 

4. 

No  Response 
Oral 

4 
(50.00) 

2 
(28.57) 

0 

0      0 

5. 

Participated 
in  Oral 

4 

5 

2 

1      1 

6. 

Fail  Oral 

or  Strength 
Test 

0 

0 

0 

0      0 

7. 

Pass  Oral: 
On  List 

(30.77) 
4 

(38.46)(15. 38) 

5      2 

(7069)(7.69) 
1      1 

6 
(31.58) 


13 


13 

(28.57)  (45.45)  (100)  (50. 00X33.33)  (39.39) 
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H.    The  requirements  for  2302  Orderly  were  (l)  residence  -  San  Francisco 
residence  not  required,  (2)  citizenship  -  non-citizens  must  be  Calif,  residents 
and  have  declared  their  intention  to  become  U.  S.  citizens,  (3)  age  -  must  be 
18  years  of  age,  (4)  education  -  proof  of  completion  of  10th  grade  OR  proof 
of  completion  of  at  least  the  6th  grade  if  between  the  ages  of  60  and  65, 
(5)  experience  or  training  -  6  months  experience  as  an  orderly  OR  completion 
of  the  Orderly  training  course  within  the  last  six  years,  offered  by  the 
Adult  Division  of  the  S.  F.  Unified  School  District  OR  four  months  training 
in  recognized  course  for  a  license  as  a  California  Licensed  Vocational  Nurse 
(LVN)  within  the  last  two  years.  Proof  of  this  experience  or  training  was 
to  be  submitted  with  the  application.  A  provision  was  made  so  that  the 
required  education  could  be  substituted  for  on  a  year-to-year  basis  by 
experience  as  an  orderly.  This  provision  was  temporary  and  expired  90  days 
after  the  announcement  was  issued.  It  was  not  in  effect  when  the  group  chosen 
for  the  test  applied. 

The  examination  process  consisted  of  a  strength  test  and  oral  appraisal 
with  1000  points;  both  were  given  on  the  same  day.  As  is  the  case  with  those 
classes  for  which  only  orals  are  given,  a  full  application  form  was  used. 

The  group  chosen  consisted  of  those  male  applicants  who  applied  for  the 
position  after  April  1,  1971.   Since  the  duties  of  male  and  female  orderlies 
differ,  separate  lists  are  established  for  men  and  women.  Because  there  were 
no  positions  available  for  women  at  that  time,  the  class  was  opened  for  male 
applicants  only. 

The  oral  exam  was  held  May  6,  1971  and  the  list  was  adopted  June  4,  1971, 
meaning  a  time  delay  of  two  months  from  receipt  of  application  to  adoption  of 
the  list. 

Orderly  has  traditionally  been  one  of  those  classes  in  the  City  Civil 
Service  that  has  a  large  number  of  minority  applicants,  particularly  Blacks. 
The  group  chosen  for  the  study  had  a  high  percentage  of  minority  participation, 
but  not  as  high  as  had  been  anticipated.  It  may  be  that  the  current  high 
unemployment  rate  has  worked  to  drive  more  Whites  to  the  lower-paying  jobs, 
such  as  orderly,  which  formerly  had  been  ignored  in  large  part.  The  percentages 
of  the  various  ethnic  groups  represented  in  the  applicant  sample  were  W-42.42%, 
B  -  33.33%,  0  -  6.067.,  S_  -  6.06%,  F  -  9.09%,  and  UNK  -  3.03%.  Of  those  who 
qualified  for  the  oral  exam,  4  W  or  50.00%  and  2  D  or  28.57%  of  those  invited 
to  the  oral  were  no  responses.  All  qualified  members  of  the  other  groups 
attended.  The  results  of  line  (2)  (rejection  before  the  exam)  and  line 
(4)  (No  response  oral)  gave  the  B_  group  the  highest  percentage  of  oral  parti- 
cipants. All  who  attended  the  oral  passed  both  it  and  the  strength  test. 
The  following  is  a  breakdown  of  the  oral  scores  for  the  different  races: 


W: 

B: 

0: 

F: 

S_: 

911.67 

903.33 

950.00 

345.00 

751.67 

900.00 

871.67 

325.00 

800.00 

"70.00 

790.00 

343.33 
775.00 
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The  average  score  for  the  Whites  was  850.42,  for  the  Macks,  853.47  and 
for  the  Orientals  887.50.  Although  the  sample  is  much  too  small  to  be  a  strong 
indication  of  any  trends,  the  fact  that  the  average  scores  for  W  and  3_  and  the 
score  of  the  one  F  were  so  close  can  at  least  be  construed  as  positive  and  is, 
possibly,  a  hopeful  sign  that  minorities  are  not  handicapped  in  this  examination 
procedure  as  they  seem  to  be  on  written  tests. 

The  results  of  the  examination  have  rendered  the  best  results  thus  far 
analyzed  in  terms  of  minority  success.  Almost  707o  of  those  on  the  list  belonged 
to  an  ethnic  minority  compared  with  about  58%  minorities  for  the  total  group  of 
applicants.  This  was  the  first  instance  of  the  minority  population  as  a  whole 
expanding  at  the  expense  of  the  White  group.  The  success  rates  for  B_,  0_,  S_ 
and  F_  were  all  higher  than  that  of  the  W  group  and  each  of  these  minorities 
expanded  its  share  of  the  remaining  sample  through  each  step  of  the  process 
with  the  exception  of  the  F_  group  who  lost  1.4  percentage  points  from  receipt 
of  application  to  adoption  of  the  list. 


Rank  on  List 

Race 

Resultant  employment  action 

1 

W 

cr 

2 

0 

CP 

3 

B 

CP 

4 

B 

CP 

5 

B 

CP 

6 

W 

CP 

7 

B 

CP 

8 

F 

CP 

9 

0 

CP 

10 

W 

UP 

11 

W 

CP 

12 

E 

CP 

13 

5 

CP 

There  was  a  fairly  good  spread  of  all  groups  throughout  the  list,  the 
exception  being  the  one  Spanish- surname d  individual.   However,  the  placement 
of  the  S_  might  have  been  due  to  chance  (small  sample).   If  he  had  been  some- 
where near  the  middle,  the  list  really  couldn't  have  looked  much  better  in 
terms  of  where  the  minorities  placed.   Since  the  sample  is  so  small,  the 
results  cannot  be  considered  statistically  significant  although  they  arc 
encouraging. 

Since  there  were  many  permanent  positions  available, all  eligibles 
were  offered  permanent  jobs  and  all  accepted  except  for  1  W. 

Rejection  before  the  exam  was  the  heaviest  contributor  to  mortality 
for  this  exam.  The  F_  group  lost  2  out  of  3,  the  S_  group  1  out  of  2,  the 
W  group  42.86%  and  the  Black  group  36.36%. of  their  applicants.   The  0 
group  lost  no  members  either  here  or  as  *no  response  orals*.   The  reasons 
for  rejection  were: 
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6  W: 


4  B: 


1  S: 


3  -  not  experienced 

3  -  did  not  submit  proof  of  experience 


3  -  not  experienced 

1  -  did  not  submit  proof  of  experience 


1  -  not  experienced 


2  F: 

1  -  not  experienced 

1  -  experience  not  applicable  (not  orderly  position) 

1  UNK:  -  not  experienced 

Obviously  the  experience  qualifications  should  be  looked  into.  The 
requirement  is  only  6  months  of  experience,  but  is  it  necessary?  Can  the 
average  candidate  with-  only  one  month  of  experience  do  the  job  or  is  six  months 
a  valid  figure?  Since  six  months  is  the  same  length  of  experience  required 
for  Laundry  Utility  Worker  and  Kitchen  Helper  (other  institutional  unskilled 
jobs)  it  seems  quite  possible  that  the  figure  is  purely  arbitrary  and  the  real 
reason  is  the  unwillingness  of  CSC  to  hold  exams  for  positions  with  virtually 
no  requirements. 

The  only  no  responses  were  4  U  and  2  B_: 
4  W: 

2  ■  moved  before  oral 

2  -  found  other  jobs 

2  B: 

1  -  mixup  on  oral  date 
1  -  got  another  job 

These  reasons  indicate  that  even  a  two  month  wait  (short  by  CSC  standards) 
is  still  too  long  and  candiates  will  take  other  jobs  or  move  away.  A  contri- 
buting factor  to  this  may  be  the  relatively  low  pay  assigned  2302  orderly. 
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2312  Licensed  Vocational  Nurse 


W       B       0       S     F   OTH  AI    UNK    TOTAL 

1.  Total  Number    12      24      1       3     2     -   -      2      44 
of. Applicants  (27.27)  (54.55)  (2.27)  (6.82)  (4.55)  (4.55) 


1       5 
(50.00X11.36) 


39 


2. 

Rejection 
Before  the 
Oral 

2 
(16.66) 

2 
(8.33) 

0 

0     0 

3. 

Qualified 
for  Oral 

10 

22 

1 

3     2 

4. 

No  Response 
Oral 

2 
(20.00) 

9 
(40.91) 

0 

1     0 
(33.33) 

5. 

Participated 
in  Oral 

8 

13 

1 

2     2 

6. 

Fail  Oral 

0 

1 
(7.69) 

0 

0     0 

7. 

Pass  Oral: 
On  List 

(32.00) 
8 

(48.00) 
12 

(4.00) 
1 

(8.00)  (8.1 
2     2 

(66.67)  (50.00)  (100)  (66.67)(100) 


1 

(100) 

13 
(33.33) 

0 

26 

- 

1 

- 

25 
(56.82) 
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!•    2312  Licensed  Vocational  Nurse  (LVN)  required  (l)  residence  -  San 
Francisco  residence  was  not  required,  (2)  age  -  at  least  19  years  old,  (3) 
citizenship  -  non-citizens  must  be  California  residents  and  have  declared 
their  intention  to  become  U.  S.  citizens,  (4)  proof  of  possession  of  a  Cali- 
fornia state  certificate  as  a  Licensed  Vocational  Nurse.  There  was  special 
note  made  of  the  fact  that  English  language  proficiency  would  be  tested  and 
that  those  proficient  in  Spanish  and  Chinese  were  being  sought  although  it  was 
not  essential  that  a  candidate  be  able  to  speak  a  foreign  language. 

The  exam  process  consisted  solely  of  a  1000  point  oral  qualifications 
appraisal.  The  exams  for  two  different  lists,  E-59  and  E-60,  were  used  since 
the  number  of  applicants  was  very  low.  The  orals  were  held  October  23,  1969  and 
January  15,  1970  and  the  lists  were  adopted  October  30,  1969  and  January  30, 
1970.  These  were  the  most  recent  exams  given  for  LVN. 

The  table  shows  the  combined  data  for  the  two  lists;  B_  contributed  over 
half  the  candidates,  W  about  a  fourth  and  £,  S_,  F_  and  UNK  made  up  the  rest. 

Attrition,  especially  because  of  "no  responses,"  cut  the  B_  group's  advantage 
slightly  going  into  the  oral.  In  the  oral,  one  B_  was  eliminated  and  since  CSC 
does  not  add  up  the  oral  ratings  for  those  fail,  her  score  is  not  included 
below: 

W  :    891.50     B  :   870.50    F  :   920.00    S   :   862.50 
865.50  860.50         826.50         832.50 

860.50  857.00 

846.00  847.50 


969.50 


843.00  845.50 

843.00  842.50 

828.50  820.00 

815.00  819.50 

816.50 
802.50 
784.50 
784.00 


The  averages  were  F  -  873.25,  S_  -  347.50,  U  -  849.13,  B  -  829.21  and 
the  one  0_  scored  969.50.   The  data  offers  contradictory  evidence.  The  Blacks 
did  score  lower  than  the  other  groups  (the  average  would  be  still  lower  if  the 
"fail  oral"  was  included)  yet  the  two  individuals  with  the  highest  scores  were 
minority  group  members.   The  low  scores  for  the  B_  group  might  mean  that  mere 
chance  threw  together  a  group  with  lower  than  average  qualifications  or  else 
some  factor  other  than  qualifications  was  operating  against  the  B_  applicants. 
Even  more  likely  (since  the  samples  are  smaller)  is  the  chance  that  the 
minorities  in  the  S_,  F_  and  0_  groups  were  exceptionally  well  qualified  groups 
rather  than  average  groups. 

The  B_  success  rate  was  507o,  the  lowest  of  all  groups  (except,  of  course 
the  UNK  group);  both  W  and  S_  had  rates  of  66.677.  and  all  of  the  £  and  F_ 
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applicants  were  placed  on  the  list. 

B  lost  about  6  percentage  points  of  population  from  receipt  of  application 
to  adoption  of  the  list.  The  White  group  expanded  over  4  points  while  (3,  S_  and 
F_  also  gained  at  the  expense  of  the  B_  and  UNK  group.  The  major  expansion  was  due 
to  the  "no  response  orals"  though  the  "fail  oral"  made  about  two  points  difference 
by  itself  in  the  B_  percentage  of  list  population. 


Rank  on  list  E-59 

race 

results 

Hank , 

list  E-10 

race 

results 

1 

F 

CP 

1 

0 

CP 

2 

S 

WP, 

off 

list 

2 

3 

Probation 

3 

w 

WP, 

off 

list 

3 

W 

term,  med. 
CP 

4 

w 

HP, 

off 

list 

4 

B 

CP  resigned 

5 

B_ 

CP 

5 

W 

WP,  off  list 

6 

B 

WP, 

off 

list 

6 

w 

CP 

7 

W 

WP, 

off 

list 

7 

w 

WP,  off  list 

8 

B 

CP 

8 

B 

WP,  off  list 

9 

B 

WP, 

off 

list 

9 

E_ 

CP 

10 

£ 

UP, 

off 

list 

11 

F 

CP 

12 

B 

WP, 

off 

list 

13 

B 

CP 

14 

W 

WP, 

off 

list 

15 

_B 

WP, 

off 

list 

16 

B 

WP, 

off 

list 

List  E-59  shows  most  of  the  B_  applicants  were  near  the  bottom  and  3  out 
of  4  Whites  were  in  the  top  half.   List  E-60  is  more  balanced  though.   The 
breakdown  on  resultant  employment  action  was: 
W  :    2  accepted  permanent  jobs 

6  waived  a  permanent  job  and  were  removed  from  the  list 
total  of  2  employed. 

B_  :    6   accepted  permanent  jobs  (of  these,  one  was  terminated 
for  medical  reasons  and  one  resigned.) 
6  waived  a  permanent  job  and  were  removed  from  the  list 
total  of  6  employed  (4  still  employed) 

0_  :   1  accepted  a  permanent  job 

F_  :    2  accepted  permanent  jobs 

S_  :    2  waived  permanent  jobs  and  were  removed  from  the  list. 

Rule  21*A-as  in  effect  here;  of  the  25  eligiblec  14  waived  (or  refused) 
permanent  positions  and  their  names  were  removed  from  the  list.  Some  of  the 
reasons  for  waiving  the  jobs  were: 
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W  : 


B 


1  got  better  job 

1  since  the  test  took  so  long  he  felt  CSC  didn't  really  want  people 

so  he  got  another  job 
4  moved  by  the  time  the  study  tried  to  contact  them 


1  wanted  to  work  in  different  hospital  than  job  offered 

2  moved  before  the  study  tried  to  contact  them 
1  found  other  job 

1  turned  job  down  because  she  refused  to  work  rotating  shifts. 

1  reason  unknown 

1  wanted  to  work  only  in  the  Emergency  Room 
1  moved  before  the  study  tried  to  contact  her. 

In  addition  to  the  time  lag  which  has  plagued  all  the  other  exams,  a  new 
reason  has  come  to  light  here.   2  persons,  both  minorities^ refused  positions 
because  those  jobs  were  not  in  the  physical  areas  they  wanted.  Although  CSC  tries, 
when  possible,  to  arrange  for  each  candidate  to  go  to  the  department  and  unit  of 
his  or  her  choice,  this  is  rarely  accomplished  in  the  various  hospital  classes 
since  very  few  of  the  eligibles  wish  to  go  to  Laguna  Honda  Hospital  since  it  is, 
in  effect,  an  old  age  home.  The  same  problem  holds  true  for  certain  other 
departments;  Social  Service  for  instance  is  shunned  by  many  clerical  workers 
because  of  its  reputation  as  a  bad  place  to  work.  The  certification  process 
does  nothing  to  help  this  matter  either;  it  is  so  complex  that  time  cannot 
be  taken  to  assure  each  appointee  of  a  personally  acceptable  position. 

Rejects  before  the  written  played  a  relatively  minor  part  in  the  elimination 
of  candidates;  only  5  in  all  were  rejected. 

2  W  -  did  not  submit  proof  of  LVN  license 

(1  did  not  pass  State  test  and  1  didn't  get  the  license  from  the 
State  Board  in  time) 

2  B  -  did  not  submit  proof  of  LVN  license 

(1  moved  before  the  study  tried  to  contact  her,  and  the  other 
submitted  2  photocopies  by  mail  neither  of  which  CSC  could 
find.) 

1  UNK  -  personal  work  record  unacceptable 

The  no  response  rate  was  more  damaging,  especially  to  the  B_  group.  The 
reasons  were : 
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W  -  1  moved  before  test 

1  moved  by  the  time  the  study  tried  to  contact  her 

B  -  2  ill 

2  unable  to  get  transportation  to  San  Francisco 

3  moved  by  the  time  the  study  tried  to  contact  them 
1  moved  before  the  exam 

1  decided  to  keep  her  present  job  because  of  bad  rumors  about  CSC 

1  was  informed  CSC  was  not  hiring  at  the  time 

S_  -  1  unknown 

UIJK  -  1  moved  by  the  time  the  study  tried  to  contact  her 

Note  should  be  made  of  the  last  two  reasons  listed  under  the  B_  no 
responses.  One  was  lost  due  to  CSC's  bad  reputation  and  another  was  lost 
through  false  information. 
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(intentionally  left  blank) 


2424     X-ray     Lab     Aide 


1. 

Total  Number 
of  Applicants 

W      B 
25     48 
(29.41X56.47) 

O 
1 
(1.18) 

S 
1 
(1.18) 

F    OTH 
6 
(7.06) 

AI  UNK 
4 
(4.71) 

TOTALS 
85 

2. 

Rejected 

Before 

Exam 

17     30 
(68.00X62.50) 

0 

1 
(100) 

1 
(16.67) 

-   4 
(100) 

53 
(62.35) 

3. 

Qualified 
for  Oral 

8     18 

1 

0 

5 

-   0 

32 

4. 

No  Response 
Oral 

2      1 
(25.00X5.56) 

0 

0 

3 
(60.00) 

- 

6 
(18.75) 

5. 

Participated 
in  Oral 

6     17 

1 

0 

2 

- 

26 

6. 

Fail  Oral 

0      0 

0 

- 

0 

- 

0 

7. 

Pass  Oral: 
On  List 

(23.03X65.38) 

6     17 
(24. 00) (35.42) 

(3.85) 

1 
(100) 

- 

(7.69) 

2 
(66.67) 

- 

26 
(30.59) 
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J.    X-ray  Lab  Aide  required  (l)  residence  -  San  Francisco  residence  not  required, 
(2)  citizenship  -  non-citizens  must  be  California  residents  and  have  declared 
their  intention  to  become  U.  S.  citizens,  (3)  age  -  at  least  18  years  old, 
(4)  education  -  proof  of  completion  of  the  10th  grade  or  equivalent  (G.E.D., 
GLET  or  CSG's  EET),  and  (5)  proof  of  6  months'  experience  comparable  to 
2424  X-ray  Lab  Aide.   These  requirements  were  designed  to  allow  most  of  the 
large  number  of  LT  employees  to  qualify  for  the  exam.  Also,  a  written  exam, 
which  frequently  eliminates  many  LT  employees,  was  forgone  in  favor  of  a  1000 
point  oral  exam. 

Applications  were  accepted  starting  August  17,  1970;  the  last  day  for 
filing  was  October  22,  1970  and  the  orals  were  held  December  16  -  17,  1970. 
The  list  was  adopted  January  12,  1971. 

Minority  candidates  accounted  for  about  2/3  of  the  applicants  with 
56.477,,  B_,  1.187.  0,  1.187,  S_  and  7.067.  F.  Rejection  before  the  oral  exam  and  non- 
participation  in  the  oral  eliminated  most  (70%)  of  the  candidates.  Of  those 
who  did  attend  the  oral,  all  passed;  a  breakdown  of  the  scores,  by  race, 
follows: 


W  -  972.50  973.33     870.00      F  -   756.67 

950.00  741*67 

916.67 

807.50 

781.67  ...  „     ^  ™      °  "   901.67 

737.50 


973.33 

870.00 

951.67 

866.67 

930.67 

858.33 

923.33 

856.67 

923.33 

850.00 

916.67 

846.67 

910.00 

836.67 

910.00 

836.67 

803.00 

The  average  oral  scores  were  F_  -  749.17,  U  -  860.97,  B_  -  886.10  and 
the  1  G_  scored  901.67.  The  scores  were  uniformly  high  with  the  exception 
of  the  two  F_.   It  can  be  assumed  that  LT  experience  with  the  City  as  X-ray 
Lab  Aide  helped  many  _B  Limited  Tenure  employees  to  score  well  on  the  oral 
exam.   Since  neither  of  the  two  Filipinos  were  LT's,  this  probably  figured 
somewhat  in  their  low  scores.  Because  of  the  high  average  scores,  many  who 
did  very  well  on  the  rating  were  placed  in  the  lower  sections  of  the  list. 
For  instance,  the  G_  who  scored  901.67  points  out  of  1000  was  only  ranked 
number  12. 

In  general,  the  oral  exam  seems  to  have  been  better  for  the  minorities 
(especially  the  B_  group)  than  the  written  exam  has  thus  far  shown  itself  to  be. 

26  of  the  total  number  of  85  candidates  were  placed  on  list  E-3  for  an 

overall  success  rate  of  30.597,.   The  success  rates  for  the  individual  ethnic 

groups  were  W  -  24.007,,  B_  -  35.42%,  0  -  1007.,  S_  -  07.  and  J_  -  66. 67%.  All  the 

minority  groups  expanded  in  their  relative  proportions  of  the  remaining  population, 
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except  the  £  group  which  was  completely  eliminated.   The  W  group  shrank  in  relative 
size  by  over  6  percentage  points. 


Rank  on  list 

Race 

result 

Rank 

Race 

Result 

1 

B 

CP 

13 

B 

CP 

2 

B 

CP 

14 

LT 

B_ 

CP 

3 

LT 

W 

CT 

(T 

only 

-  medical) 

15 

LT 

B_ 

CP 

4 

LT 

B_ 

CP 

16 

LT 

B_ 

CP 

5 

LT 

1 

CP 

17 

LT 

B_ 

CP 

6 

LT 

B 

CP 

18 

LT 

B 

CP 

7 

LT 

B_ 

CP 

19 

LT 

B 

CP,  term-medi 

8 

B 

CP 

20 

LT 

B 

CP 

9 

LT 

B 

CP 

21 

W 

UP 

10 

W 

CP 

22  LT 

B_ 

CP 

11 

LT 

B 

CP 

23 

W 

- 

12 

0 

CP 

24 
25 
26 

LT 

F 
F_ 
W 

CP 

Except  for  the  low  ranlcing  of  the  2  F_  eligible  and  the  complete  absence 
of  S^  applicants,  the  distribution  is  fairly  uniform.   16  (138,  3  W)  of  the 
26  successful  applicants  were  Limited  Tenure  employees;  they  seemed  to  have 
a  slight  edge  over  those  who  were  not.   In  addition  to  these  LT  2424,s, 
•one  other  eligible  (ranked  number  2)  was  a  2302  Orderly  working  as  an  X-ray 
Lab  Aide. 

Of  the  Whites: 

3  accepted  permanent  jobs* 

1  accepted  a  temporary  job  (eligible  for  temporary  only  because 

of  medical  reasons) 

1  refused  a  permanent  job 

1  not  contacted,  no  jobs  available 
total  of  4  employed  (1  temporary) 

Of  the  Blacks: 

all  17  accepted  permanent  jobs  though  one  was  terminated  for  medical 

reasons 

Of  the  Filipinos: 

neither  of  the  two  has  been  offered  a  position  as  yet 

The  1  Oriental  accepted  a  job 

-Note  one  of  the  W  was  the  last  man  on  the  list,  yet  he  was  offered  a  position 
before  the  23rd,  24th  and  25th  eligibles  because  the  job  requisition  was 
irregular  and  specified  special  requirements. 
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The  one  W  who  refused  a  job  decided  to  keep  his  present  job  because  of  a 
raise  in  pay. 

The  major  cause  of  failure  was  rejection  before  the  oral  exam. 

The  W  group  lost  68.007.  of  their  candidates: 

13  -  did  not  have  the  6  months  of  experience 
1  -  incomplete  application 
1  -  did  not  submit  proof  of  experience 
1  -  rejected:   work  history 
1  -  rejected:   personal  history 

The  B_  group  lost  62.507..  of  their  candidates:. 

26  -  did  not  have  the  6  months  of  experience  (2  were  LT's) 
1  -  did  not  submit  proof  of  experience 
1  -  rejected:   poor  work  record  (LT  employee) 
1  -  position  no  longer  open  for  application 
1  -  incomplete  application 

1  £  (16.67%)   -  did  not  have  the  6  months  of  experience 

1  _S   (100.007.)  -  did  not  have  the  6  months  of  experience 

k  UNK  (100.007.)-  did  not  have  the  6  months  of  experience  (one  was  on  LT) 

The  experience  requirement,  which  eliminated  most  of  those  who  applied, 
served  one  beneficial  purpose;  it  helped  to  protect  the  current  Limited  Tenure 
employees  from  being  overwhelmed  by  a  large  number  of  applicants  from  outside 
the  City  employment  structure.   Still,  it  is  hard  to  accept  the  arbitrary 
dismissal  of  so  many  applicants  on  this  basis,  since  it  is  quite  probable 
that  many  of  these  persons  could  have  learned  to  perform  the  necessary  duties 
in  a  very  short  time. 

The  no  response  rate  had  little  impact  except  for  the  group.   Three  of  the 
five  candidates  invited  to  the  test  were  no  responses. 

The  reasons  for  this  non-participation  remain  unknown: 

1  £  moved  before  study  tried  to  contact  him 

2  £  could  not  be  contacted 

The  no  response  reasons  for  the  2  W  were: 

1  -  got  another  job,  CSC  took  too  long 

1  -  decided  to  keep  his  present  job  because  of  a  raise  in  pay. 

The  1  B  moved  before  the  study  could  contact  him. 

THE  MAJOR  REASON  FOR  NO  RESPONSE  SEEMS  TO  BE  ACCEPTING  OTHER  ALTERNATIVES 
FOR  EMPLOYMENT. 
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2320  Registered  Nurse 


W 

B 

.0 

S 

F    OTH 

AI 

UNK 

TOTAL 

1. 

Total  Number 
of  Applicants 

19 
(67.86) 

■» 

1 
(3.57) 

2 
(7.14) 

6 
(21.43) 

■" 

"" 

28 

2. 

Rejected 

0 

- 

0 

0 

0 

- 

- 

0 

3. 

Held  Over 
for  Documents 

8* 

(42.11) 

- 

0 

1 
(50.00) 

3 
(50.00) 

- 

- 

12 
(42.86) 

4. 

On  List 

(72.22) 
(68.75) 

(5.56) 
(6.25) 

(5.56) 
(6.25) 

(16.67) 
(18.75) 

11 
(57.89) 
(68.42) 

1 
(100) 

1 
(50.00) 

3 

(50.00) 

16 
(57.14) 
(64.29) 

*  Two  of  these  came  out  on  subsequent  lists. 
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K.    The  requirements  for  2320  Registered  Nurse  (UN)  were  (l)  residence  - 
San  Francisco  residency  not  required,  (2)  age  -  no  minimum  age,  maximum  age, 
50  years  old,  and  (3)  a  California  Registered  Nurse  license. 

The  examination  process  was  very  simple;  candidates  were  rated  sight 
unseen  on  their  education  and  experience  as  noted  on  the  applications.   The 
rating  was  done  by  CSC  staff  according  to  a  predetermined  weighting  for  various 
types  of  nursing  employment  and  education. 

All  the  applications  were  gathered  every  two  weeks  and  those  that  were 
complete  (proof  of  RN  license  included)  were  rated;  those  that  were  incomplete 
were  held  for  the  next  review.  The  candidates  chosen  for  the  study  were  those 
whose  applications  were  on  hand  November  12,  1970.   The  list,  E-260,  was  adopted 
November  18,  1970.  This  meant  a  delay  of  only  one  month. 

Whites  constituted  about  2/3  of  the  applicants  and  Filipinos  about  207,. 
The  difference  was  made  up  by  2  S  (7.147.)  and  1  0_  (3.377.).   It  is  disappointing 
that  no  Black  applicants  applied  since  the  lack  of  a  written  exam  and  face-to- 
face  interview  would  allow  them  to  be  rated  solely  on  their  preparation  for  the 
position.   The  amount  of  education  necessary  to  become  an  RN  probably  is  the 
greatest  barrier  and  the  reason  no  Blacks  applied. 

Of  the  candidates  who  did  apply  3  F,  1  3  and  _8  W  had  not  submitted  proof 
of  the  PvN  license  and  were  held  for  the  next  review.  The  hold  over  rates  were 
fairly  close,  the  rate  of  the  U  group  being  about  8  percentage  points  lower 
than  the  S_  &.   F_  rates.  The  one  0_  application  was  complete  so  the  rate  was 
zero.   These  figures,  of  course,  are  not  statistically  significant. 

Of  the  8  U  hold  overs,  2  came  out  on  later  lists;  this  explains  the 
extra  percentages  for  line  4.: 

If  the  extra  2  ]7  are  not  considered, 

The  success  rate  for  all  candidates  was  57.147, 

The  success  rate  for  W  candidates  was  57.897, 

The  success  rate  for  0_  candidates  was  100.007. 

The  success  rate  for  S_  candidates  was  50.007. 

The  success  rate  for  F_  candidates  was  50.007, 

If  the  extra  2  U  are  included, 

The  success  rate  for  all  candidates  was  64.297. 

The  success  rate  for  17  candidates  was  68.397. 

The  success  rate  for  0_  candidates  was  the  same  as  above 

The  success  rate  for  S_  candidates  was  the  same  as  above 

The  success  rate  for  F_  candidates  was  the  same  as  above 

If  the  2  extra  W  are  not  included, 

The  U  group  made  up  68.757.  of  the  successful  candidates 
The  0  group  made  up  6.257.  of  the  successful  candidates 
The  3  group  made  up  6.257.  of  the  successful  candidates 
The  F  group  made  up  18.757.  of  the  successful  candidates 
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The  inclusion  of  the  two  extra  W  serves  to  increase  the> success  rate  of  the 
W  group  by  about  11  percentage  points,  to  increase  the  proportion  of  W  in  the 
list(s)  about  3.5  points  and  to  decrease  the  proportion  of  the  0_,  S_  and  £  by  about 
.75  points,  .75  points  and  2  points,  respectively. 

In  either  case,  the  initial  percentages  of  each  ethnic  group  remained 
about  the  same  in  each  case;  W  expanded  a  little,  as  did  0_;  while  F_  and  S_ 
lost  a  few  percentage  points. 

All  in  all,  the  results  were  almost  ideal,  each  group  maintaining  its 
relative  size. 

Of  the  twelve  applicants  who  were  held  over,  only  the  reason  of  one  for 
not  turning  in  her  license  was  discovered  -  she  (a  W)  had  moved  from  the  area. 
Substracting  the  two  W»  s  who  later  turned  in  their  RN  licenses  leaves  9  - 
reasons  unknown. 


Rank 

Race 

Result 

Rank 

Race 

Result 

E-261  1 

W 

WP 

E-261 

4 

W 

CP 

2 

W 

WP  twice,  off  list 

E-262 

10 

W 

CP 

3 

w 

CP,  relinquished 

4 

F 

CP 

5 

W 

CP 

6 

F 

CP 

7 

0 

WP 

3 

W 

CP,  resigned 

9 

F 

WP 

10 

W 

WP 

11 

w 

CP 

12 

s_ 

CP 

13 

w 

CP 

14 

w 

WP 

15 

w 

CP 

16 

w 

CP,  relinquished 

Although  the  S_  applicant  was  near  the  bottom,  the  ranking  shows  dis- 
persion of  the  minorities  throughout.   The  upper  middle  of  the  list, 
the  1  S_  was  certified  to  a  permanent  job 

Of  3  F_,  2  accepted  permanent  jobs 
1  refused  a  permanent  job 

the  1  C_  refused  a  permanent  job 

Of  11  W  on  list  E-261 

4  refused  permanent  jobs  (one  did  so  twice  and  was  removed 

from  the  list) 
7  accepted  permanent  jobs  (two  relinquished  and  one  resigned) 
(7  employed,  4  still  working) 
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The  2  W  who  came  out  on  subsequent  lists  also  accepted  permanent 
positions. 

Since  there  were  so  many  permanent  RN  positions  available,  ranking  on 
the  list  didn't  really  matter  in  terms  of  employment  opportunity.   The  refusals 
of  positions  were  probably  due  to  the  hospital  assigned.  Most  of  the  positions 
available  were  at  Laguna  Honda  Hospital  and  many  RN's  refused  to  work  there. 
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2903  Eligibility  Worker 

w  b  o    s  f       otii  ai  urn:  total 

1.  Total  Number  787  135  55     37  45     7-77  1,143 
of  Applicants  (68.85)  (11.81)  (4.81)  (3.24)  (3.94)  (0.S1)    (6.74) 

2.  Rejected 

Before  54  4  0      0  3    0-5     Go 

Written  (6.86)  (2.96)  (6.67)  (5.49)(5.77) 

3.  Qualified 

for  Written  733  131  55     37  42    7     -    72  1,077 

4.  No  Response  397  62  27     14  13    5     -    65    583 
Written  (54.16)  (47.33)  (49.09)(37.84)(30.95)(71.43)   (94. 44) (54. 41) 

5.  Participated 

in  Written  336  69  28     23  29    2     -     4    491 

6.  Failed  53  53  11     17  23    1     -     3    161 
Written  (15.48)  (76.31)  (39. 29)(73.9l)(79.3l)(50.00)   (75.00)(32.79) 

7.  Pass  Written: 
Qualified  for 

Oral  283  16  17      6  6    1-1    330 

8.  No  Response  78  74  2  20-1     94 
Oral  (27.56)  (43.75)  (23.53)(33.33)(33.33)  (100)  (28.48) 

9.  Participated 

in  Oral  205  9  13      4  4    1-0    236 

10.  Failed  74  2  7      0  2    1                86 
Oral  (36.10)  (22.22)  (53.85)  (50.00)(100)          (36.44) 

11.  Pass  Oral:  (87.33)  (4.67)  (4.00)  (2.67)  (1.33) 

On  List  131  7  5      4  2    0               150 

(16.55)  (5.19)  (10.91)(10.31)(4.44)  (13.12) 
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L.    2903  Eligibility  Worker  required  (1)  residence  -  San  Francisco  residence 
was  required,  (2)  citizenship  -  non-citizens  must  be  San  Francisco  residents 
and  must  have  declared  their  intention  to  become  U.  S.  citizens,  (3)  aSc  - 
at  least  21  years  of  age  and  (4)  graduation  from  High  School  or  the  equivalent 
£lus  two  years  of  experience  in  the  last  seven  years  interviewing  or  in  other 
public  contact,  OR  graduation  from  High  School  or  the  equivalent  plus  two  years 
of  experience  as  a  volunteer  in  the  Peace  Corps  or  Vista.  College  education 
could  be  substituted  for  1  year  of  the  work  experience  (30  semester  units  or 
45  quarter  units).   These  requirements  were  protested  and  the  announcement 
was  amended  so  that  4  months  experience  as  2906  Social  Worker  Trainee  with 
the  City  would  also  be  accepted  in  lieu  of  the  two  years  of  interviewing 
experience. 

The  class  was  opened  for  application  August  17,  1970.   The  amended 
announcement  was  reissued  November  16,  1970  and  the  written  was  held  February 
6,  1971.   The  orals  were  given  April  26  through  May  5,  1971  and  the  list  was 
adopted  July  15.   The  total  time  elapsed  between  the  opening  of  the  class  for 
examination  and  the  final  approval  of  the  list  was  11  months. 

There  were  1152  applications  filed;  however,  9  of  these  (8  W  and  1  _S) 
were  duplicates;  so  there  were  actually  1143  applicants.  The  duplications 
arose  after  the  nine  were  rejected  because  they  were  not  San  Francisco  residents. 
They  subsequently  moved  to  the  City,  reapplied  and  were  accepted. 

White  candidates  made  up  about  2/3  of  the  applicants,  Blacks  -  11.81%, 
0  -  4.81%,  S_  -  3.24%,  F  -  3.94%,  OTH  -  0.61%  and  UNK  -  6.74%  (mostly  "no 
response  writtens");  no  American  Indians  applied.   Since  most  of  the  Social 
Work  classifications  are  filled  by  White  employees,  the  minority  turn-out  was 
larger  than  expected,  but  more  Black  and  Spanich-surnamed  applicants  would  have 
been  preferable. 

Rejection  before  the  written  and  non-participation  in  the  written  and  oral 
will  be  analyzed  later  in  this  section. 

Line  5  shows  the  number  from  each  group  who  participated  in  the  written 
test.  As  you  can  see,  the  mortality  rate  up  to  this  point  was  severe,  approxi- 
mately 60%.  Most  of  this  drop-off  was  due  to  a  large  "no-response  written" 
factor.   The  relative  proportions  of  the  various  ethnic  groups  remained  about 
the  same,  however;  the  W  group  lost  about  half  a  percentage  point,  but  the 
B_,  0_,  S_  and  F_  groups  all  expanded  a  point  or  two.   The  large  percentage  of 
OTH  who  did  not  attend  the  written  caused  that  group's  proportion  of  the 
population  to  fall  a  few  tenths  of  a  point.   The  expansion  that  did  occur  was 
the  result  of  a  large  number  of  the  UNK  group  dropping  out  before  the  test. 

Although  the  W  participants  in  the  written  exam  out-numbered  the  B_  parti- 
cipants 5  to  1,  both  groups  lost  the  same  number  of  candidates.   This  resulte  1 
in  a  failure  rate  of  15.48%  for  the  Whites  and  76.81%  for  the  Blacks.   The 
mortality  for  J_  and  3_  groups  was  about  the  same  as  that  of  the  B_  group,  79.31% 
and  73.91%   respectively.   The  Orientals  had  the  lowest  rejection  rate  of  the 
minority  groups,  39.29%;  one  of  the  two  participating  OTH  also  failed.   The 
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written  eliminated  70%  of  all  the  minority  group  applicants  who  too1.;  the  test 
while  screening  out  Only  15.48%  of  the  Whites. 

The  ethnic  make  up  of  the  population  that  passed  the  test  was  considerably 
altered  (line  7).   The  W  applicants  grew  from  about  68%  before  the  test  to  35.76% 
after  the  test.  The  B_  group  dropped  from  14%  to  4.557,.   The  0_  group  also  dropped 
slightly,  from  5.70%  to  5.157,.  S_  and  F_  both  fell  to  1,32%  from  their  respective 
pre-test  percentages  of  4.687,  and  6.0273. 

As  a  test  to  determine  whether  the  candidate  was  a  U  or  a  minority  group 
member,  the  written  was  excellent.   Even  the  test  for  Q2  Policeman  wasn't  as 
effective,  since  it  eliminated  most  of  the  Whites  while  screening  out  the 
minorities.   It  has  been  suggested  that  the  W  group  was  "loaded"  with  many 
college  graduates  and  professional  social  workers  since  a  large  number  of 
these  persons  in  the  Bay  Area  are  unemployed  and  CSC  has  no  provisions  against 
over-qualified  applicants. 

A  relatively  large  minority  drop-off  due  to  "no  response  orals"  served 
to  lower  the  minorities'  percentage  of  the  surviving  population  even  more; 
only  the  0_  group  and  OTH  group  (1  candidate)  proportions  increased. 

Of  the  86  who  failed  the  oral,  78  failed  because  they  did  not  have 
the  required  work  experience.   3  (1  W,  1  0,  1  B_)  failed  because  they  did 
not  meet  the  residency  requirement  and  5  (all  W)  were  rejected  because  of 
personal  traits.  The  reaons  given  for  these  5  rejections  were  "lacks  res- 
ponsibility", "negative  attitude",  "indicated  he  was  not  interested  in  the 
job",  lacks  judgement"  and  "evasive  about  acceptance  of  authority".   The 
orals  were  given  by  Department  of  Social  Service  personnel  and  although  the 
rejections  might  be  justified,  it  would  be  better  for  CSC  to  always  include 
at  least  one  of  its  staff  members  on  the  oral  board  since  the  departmental 
staff  is  not  trained  in  personnel  selection. 

Line  11  shows  the  racial  composition  of  the  eligibles  on  the  list. 
150  of  the  1143  candidates  were  successful  for  an  overall  rate  >f  13.12%. 
The  success  rates  for  the  individual  ethnic  groups  were  W_  -  16.65%,  B_  - 
5.19%,  0  -  10.91%,  S_  -  10.81%  and  F  -  4.44%. 

The  W  applicants  comprised  37.337=  of  those  on  the  list,  an  increase 
of  almost  20  percentage  points  from  their  original  proportion  of  the  total 
applicant  population. 

The  failure  of  many  non-Mack  candidates  at  the  oral  allowed  the  p_ 
group  to  expand  from  3.81%  of  those  taking  the  oral  to  4.677,  of  those  on 
the  list.  This  was  about  7  points  less  than  their  original  proportion. 
The  failure  of  7  of  13  0  oral  participants  caused  that  group  to  drop  to 
4.007,  of  the  applicants  that  succeeded.  This  was  a  slight  decrease  from 
their  percentage  of  all  applicants  of  4.31  (line  l). 

No  S_  failed  the  oral,  so  that  group's  proportion  of  successful 
candidates  rose  to  2.67%  from  the  figure  of  1.697,  of  the  oral  parti- 
cipants. This  is  slightly  less  than  the  figure  for  the  3_  percentage 
of  the  population  of  all  applicants  for  this  2903  exam. 

Filipinos,  who  comprised  1.69%  of  the  oral  participants  fell  to  1.33% 
of  the  eligibles  on  the  list  because  of  a  high  mortality  rate  for  the  oral 
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exam  (2  out  of  4  or  507.).   This  was  about  two-and-a-half  points  less  than 
their  original  percentage. 

The  1  OTH  who  took  the  oral,  failed  and  thus  that  rather  small  group 
was  completely  eliminated. 


Rank 

Race 

Result 

Rank 

Race 

Result 

1 

W 

WT 

26 

-  52 

W 

no 

action 

2 

W 

CT 

53 

0 

no 

action 

3 

w 

CT 

54 

-  69 

W 

no 

action 

4 

w 

CT 

70 

0 

no 

action 

5 

w 

CT 

71 

-  76 

w 

no 

ac  t  i  on 

6 

w 

WT 

77 

£ 

no 

action 

7 

w 

WT 

78 

-  82 

w 

no 

action 

8 

w 

WT 

83 

F 

no 

action 

9 

£ 

WT 

34 

S_ 

no 

action 

10 

w 

CT 

85 

-  90 

w 

no 

action 

11 

w 

CT 

91 

B 

no 

action 

12 

w 

WT 

92 

-  113 

W 

no 

action 

13 

w 

CT 

114 

B 

no 

action 

14 

w 

CT 

115 

W 

no 

action 

15 

w 

wt 

116 

B_ 

no 

action 

16 

w 

CT 

117, 

118 

W 

no 

action 

17 

w 

CT 

119 

B_ 

no 

action 

13 

w 

WT 

120 

W 

no 

action 

19 

w 

WT 

121 

B 

no 

action 

20 

w 

\n 

122 

-  123 

W 

no 

action 

21 

w 

WT 

129 

B_ 

no 

action 

22 

w 

WT 

130, 

131 

W 

no 

action 

23 

w 

CT 

132 

S_ 

no 

action 

24 

w 

WT 

133 

w 

no 

action 

25 

w 

WT 

134 

0 

no 

action 

135 

0 

no 

action 

136 

-  139 

w 

no 

action 

140 

0 

no 

action 

141 

s_ 

no 

action 

142 

-  148 

w 

no 

action 

149 

B_ 

no 

action 

150 

F 

no 

action 

This  table  shows  the  results  of  the  written  exam's  differentiation  by  race 
even  more  clearly.   The  top  50  eligibles  contained  only  one  minority  applicant, 
an  S_;  the  2nd  50  eligibles  contained  6  minorities,  and  the  bottom  50  eligibles 
contained  12  minorities.   The  consequences  of  this  lopsided  distribution  are 
clear.   Only  the  first  25  eligibles  were  offered  positions  and  these  were  only 
temporary  jobs.   This  means  another  27  W  will  be  offered  jobs  before  the  next 
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minority  eligible  is  offered  a  job.  Unless  a  large  number  of  jobs  becomes 
available,  it  is  doubtful  if  any  of  these  low-ranked  minorities  will  ever 
become  permanent  employees.  Thus  far,  the  entire  result  of  this  examination 
of  1142  candidates  has  been  10  W  applicants  hired  for  temporary  jobs.  Only  a 
relatively  small  number  of  the  candidates  were  eliminated  before  the  written 
exam  (5. 7750.  W  had  the  highest  rejection  rate  -  6.867c,;  _F  had  the  next  highest 
6.67%  and  B  had  a  rate  of  2.967..   The  UNK  group  had  6.497,  rejected  also.  The 
reasons  for  rejection  were: 

Of  54  W  -  49  -  residency 

3  -  applied  too  late 

2  -  incomplete  application  (no  address) 

Of  4  B_  -   4  -  residency 

Of   3£  -   3  -  residency 

Of  5  UNK  -  5  -  residency 

Although  the  residency  requirement  is  arbitrary,  it  was  considered 
necessary  since  such  a  large  number  of  applicants  was  expected.  This  was 
a  common  practice;  however,  state  lav;  has  recently  been  enacted  which  prohibits 
residency  as  a  requirement  for  employment.  This  may  eventually  end  residency 
as  a  requirement  for  CSC  employment,  but  the  City  Attorney  feels  the  law  dries 
not  apply  to  chartered  cities.   As  it  turned  out,  the  66  who  were  rejected 
for  residency  before  the  exam  (plus  the  3  who  were  rejected  on  the  same  basis 
at  the  oral)  would  have  made  little  difference  in  the  number  of  applicants 
if  included  among  the  1077  candidates  who  were  accepted.  Of  course,  if  the 
requirement  had  not  been  included,  >.he  out-of-town  applicants  would  have 
been  much  more  numerous. 

There  was  a  delay  of  almost  six  months  from  the  time  the  job  announce- 
ment was  issued  until  the  written  test  was  given.   The  effects  of  this 
are  evident  in  the  number  of  non-participants.   586  of  the  1077  invited  to 
the  exam  did  not  attend,  for  a  total  no  response  rate  of  54.417,.   The  U 
groups  rate  of  non-participation  was  almost  identical  at  54.167,.  B_  and  0_ 
no  responses  were  slightly  less  at  47.337,  and  49.097,,  respectively.   The 
3_  and.  F_  groups  had  the  lowest  no  response  rates  of  37.847,  and  30.957,.   Most 
of  the  candidates  whose  ethnic  background  was  unknown  were  eliminated  at 
this  point  as  were  71.437  of  the  OTII  group. 

Because  of  the  large  number  of  no  responses  it  was  impossible  to 
discover  the  reasons  for  many  of  the  candidates'  non-participation: 

Of  397  W  - 

14   -  moved  before  the  test  (one  said  "CSC  too  slow,  had  to 

move") 
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31  -  mover!  by  the  time  the  study  trice!  to  contact  them 

4  -  got  other  jobs 

1  -  had  to  work  on  day  of  exam 

1  -  didn't  meet  requirements 

2  -  returned  to  college 
1  -  pay  not  high  enough 

1  -  was  given  an  Eligibility  Worker  position  since  she  was  on  a 

Social  Worker  list  (status  rights)  so  she  didn't  take  the  test. 

1  -  Tound  she  could  not  pass  the  medical 

1  -  forgot  the  test  date 

1  -  too  many  applicants  for  the  number  of  jobs  available 

1  -  lost  interest  in  that  type  of  work 

1  -  didn't  like  the  way  CSC  staff  treated  her 

1  -  afraid  to  work  for  the  Social  Services  Department  because  of  it! 

many  problems 

1  -  afraid  she  couldn't  pass  test  -  she  heard  it  was  difficult 

335  -  reasons  unknown 

Of  62  B  - 

4  -  moved  before  the  test 
1  -  got  another  job 

1  -  forgot  exam  date 

1  -  medical  reasons 

1  -  ill 

1  -  didn't  think  she  could  pass  the  written  test 

53  -  reasons  unknown 

Of  14  £  - 

1  -  moved  before  the  test 

2  -  moved  before  the  study  could  contact  them 

1   -   postponed  taking  the  test  for  personal  reasons,  reapplied 
1   -   took  CSC's  High  School  equivalency  tost  to  qualify  and  mis- 
understood the  fact  that  she  had  to  take  another  test  for  the 
job. 
9  -  reasons  unknown 

Of   27  £  - 

5  -  moved  before  the  test 

1   -   didn't  want  to  work  in  a  certain  Social  Services  department 
and  most  of  the  openings  were  there. 
20   -   reasons  unkno\m 

Of   13  F  - 

1   -  moved  before  the  test 

1   -  moved  before  the  study  could  contact  him 
11   -   reasons  unknown 
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Of   5  OTH  -  reasons  unknown 

Of  63  UNK  - 

50  -  moved  before  the  test 

2  -  moved  before  the  study  could  contact  them 
16  -  reasons  unknown 

Most  of  the  discovered  reasons  centered  around  the  long  wait  and  it  is 
entirely  unlikely  that  most  of  the  unknown  reasons  are  also  connected  with  the 
6-month  delay.  Other  reasons  dealt  with  City  employment,  in  general,  and  the 
CSC^.  in  particular.   Some  candidates  refused  to  work  in  Social  Services  because 
of  its  reputation.  Others  were  afraid  they  couldn't  pass  CSC's  test.  One 
felt  the  CSC  staff  was  unhelpful  and  discouraging,  and  another  did  not  under- 
stand the  information  she  received  from  CSC.  Many  other  negative  comments  were 
made  but  were  not  indicated  as  reasons  for  dropping  out  of  the  exam  process. 
Some  of  these  will  be  examined  in  section  V  on  complaints. 

There  was  also  a  relatively  large  no  response  drop  off  for  the  oral 
exam.   28.48%  of  those  invited  to  the  oral  failed  to  show.   The  individual  no 
response  rates  were  W  -  27.56%,  B  -  43.75%,  0  -  23.53%,  S   -  33.33%,  F  -  33.33% 
and  Unknown  -  100.007...   Since  there  was  a  delay  of  2h   months  it  is  probable  that 
most  of  the  reasons  for  non-participation  were  connected  with  the  long  wait  as 
was  the  case  for  the  "no  response  written"  factor. 

Of  the  78  W  - 

7  -  moved  before  the  oral 

5  -  moved  by  the  time  the  study  tried  to  contact  them 
1  -  didn't  meet  the  requirements 

1  -  was  rescheduled  for  the  oral  because  she  couldn't  be 
present  on  the  original  date ;  when  she  appeared  at 
City  Hall,  she  was  told  all  the  orals  were  over 
64  -  reasons  unknown 

Of  the  7  B  - 

1  moved  before  the  oral 

6  -  reasons  unknown 

4  0_  -  reasons  unknown 

2  S_  -  reasons  unknown 
2  F_  -  reasons  unknown 
1  UNK  -  reason  unknown 
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5202  Jr,  Civil  Engineer 


W       B       0      S       F     OTH   AI  UNK  TOTAL 

1.  Total  Number  26      1      14      1       8      19    -   -   69 
of  Applicants  (37.68)  (1.45)  (20.28)  (1.45)  (11.59)  (27.54) 

2.  Rejected 

Before  6      1       6      1       7       9--   30 

the  Oral  (23.08)  (100)  (42.86)  (100)  (87.50)  (47.37)        (43.48) 

3.  Qualified 

for  Oral  20      0 

4.  No  Response  6 
Oral  (30.00) 

5.  Participated 
in  Oral  14 

6.  Fail  Oral  0 


7.  Pass  Oral:    (56.00) 
On  List        14 

(53.85) 


8             0 

1 

10         -       ■ 

-       39 

3 
(37.50) 

0 

4         -       ■ 
(40.00) 

-       13 

(33.33) 

5 

1 

6         -       - 

-       26 

1 
(20.00) 

0 

0         -       • 

1 
(3.85) 

(16.00) 

4 
(28.57) 

(4.00) 

1 
(12.50) 

(24.00) 

6         -       • 
(31.58) 

-       25 

(36.23) 
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M.    The  requirements  for  5202  Jr.  Civil  Engineer  were  (l)  residency  - 
San  Francisco  residency  not  required,  (2)  citizenship  -  non-citizens  must  be 
California  residents  and  have  declared  their  intention  to  become  U.  S.  citizens, 
(3)  age  -  at  least  21  years  old  and  (4a)  graduation  from  a  college  accredited 
by  the  Engineers'  Council  for  Professional  Development  with  a  degree  in  Civil 
Engineering  or  General  Engineering  OR  (4b)  graduation  from  a  college  accredited 
by  the  ECPD  with  a  degree  in  any  field  of  engineering  and  1  year  of  experience 
as  a  Civil  Engineer  in  the  last  five  years  OR  (4c)  graduation  from  a  recognized 
college  and  a  California  Engineer-in-Training  certificate  OR  (4d)  a  license  as 
a  Registered  Engineer  in  Civil  Engineering  from  any  state  of  the  U.S. 

Since  the  ECPD  accredits  only  U.S.  schools,  graduates  of  foreign  schools 
must  meet  requirement  4c  or  4d.  Also,  proficiency  in  the  English  language 
was  to  be  tested  during  the  probationary  period  of  each  appointee. 

The  requirements  were  aimed  at  cutting  down  the  number  of  graduates  of 
foreign  schools  on  the  list.   The  reason  given  for  this  was  that  the  specialized 
vocabulary  necessary  for  the  performance  of  the  duties  of  the  class  was  often 
beyond  the  understanding  of  candidates  from  other  countries  unless  they  had 
attended  U.S.  Schools,  where  classes  are,  of  course,  taught  in  English.  Prior 
to  the  adoption  of  these  ^requirements  a  graduate  from  a  foreign  school  was 
accepted  if  the  Engineering  graduate  school  at  U.C.  Berkeley  indicated  that 
the  candidate's  school  would  be  acceptable  if  he  were  to  apply  for  a  graudate 
degree.  This  option  was  eliminated  because  so  many  graduates  of  foreign  schools 
were  using  that  method  of  meeting  the  requirements. 

The  exam  process  consists  solely  of  an  oral  interview  conducted  by  engineers 
from  the  Department  of  Public  Works  and  Public  Utilities  Comnission.  One  of  the 
oral  board  members  was  usually  a  minority  group  member  (B).  Applicants  from 
out  of  state  were  not  required  to  appear  for  the  oral;  they  were  rated  on  the 
basis  of  the  education  and  experience  noted  in  their  applications,  in  the  same 
way  as  the  Registered  Nurses  were. 

The  candidates  were  those  who  applied  after  July  17,  1970;  the  orals  were 
held  January  13th  and  14th,  1971  and  the  list  was  adopted  February  3,  1971. 
The  time  from  the  opening  of  applications  to  adoption  of  the  list  was  about 
6%  months. 

The  majority  of  candidates  were  from  various  minority  groups,  but  once 
again  the  B  and  S_  groups  were  greatly  under-represented  at  1.457<>  of  the  total 
number  of  applicants.  W  constituted  the  largest  single  group  with  37.687.  of 
the  applicants.  Orientals  comprised  20.287.,  Filipinos  -  11.597.  and  OTHERS 
made  up  27.547.  of  the  total.  No  American  Indians  applied.  Of  the  large 
group  of  OTH  applicants,  most  were  (East)  Indians. 

Over  607.  of  the  candidates  were  eliminated  by  rejection  before  the  oral 
and  no  response  oral  (lines  2  and  4).  Because  of  this  attrition,  the  surviving 
population  (those  who  participated  in  the  oral)  consisted  of  53.857.  U,  19.237, 
0_,  3.357.  J_  and  23.037.  OTH.   The  VJ  proportion  expanded  primarily  because  of 
the  heavy  mortality  among  the  Filipinos  (line  2).  Only  one  candidate,  an 
Oriental,  failed  the  oral  exam.  He  was  rejected  because  of  a  language  problem. 
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The  overall  success  rate  was  36.237°;  individual  success  rates  were  VJ 
53.85%,  0  -  28.577o,  Filipino  -  12.50%  and  OTH  -  31.58%. 

The  table  below  shows  the  relative  increases  and  decreases  in  the 
population: 


Total  Number  of 

Applicants'  % 

w 

37.68% 

£ 

1.45% 

s_ 

1.45% 

0 

20. 28% 

_F 

11.59% 

OTH 

27.54% 

Eligibles  on 

the 

Change  %  Points 

List  % 

56.00% 

+ 

13.32% 

0% 

- 

1.45% 

0% 

- 

1.45% 

16.00% 

- 

4.28% 

4.00% 

- 

7.59% 

24.00% 

_ 

3.54% 

As  can  be  seen,  the  W  group  expanded  while  all  other  groups  shrank 


Rank 

Race 

Result 

Ranlc 

Race 

Result 

1 

W 

CP 

14 

W 

no 

action 

2 

W 

CP 

15 

F 

no 

action 

3 

0 

CP 

16 

W 

no 

action 

4 

w 

WP 

17 

OTH 

no 

action 

5 

OTH 

WP 

18 

W 

no 

action 

6 

0 

CP 

19 

OTH 

no 

action 

7 

w 

WP 

20 

W 

no 

action 

8 

OTH 

CP 

21 

w 

no 

action 

9 

OTH 

WP 

22 

0 

no 

action 

10 

W 

CP 

23 

w 

no 

action 

11 

w 

WT 

24 

0 

no 

action 

12 

w 

WT 

25 

w 

no 

action 

13 

OTH 

WT 

The  distribution  of  candidates  from  the  various  ethnic  groups  is  fairly- 
well  balanced.  The  resultant  employment  action  was 
5  W  were  offered  permanent  jobs, 
3  accepted  them 

2  0_  were  offered  permanent  jobs 

both  accepted 

3  OTII  were  offered  permanent  jobs 

1  accepted 

2  W  were  offered  temporary  jobs,  both  refused  as  did  the  1  OTH 
who  was  offered  a  temporary  position. 

Rejection  before  the  oral  accounted  for  43.48%  of  the  applicants,  the 
minorities  were  especially  hard  hit  since  so  many  of  them  were  graduates  of 
foreign  schools. 
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47.377.,  of  the  OTH  were  rejected 

3  -  school  not  recognized  by  ECPD 

3  -  non-citizens  must  be  California  residents 

1  -  did  not  have  B.S.  degree  in  Civil  Engineering 

Z   "  did  not  submit  transcripts  of  college  work 
Total:  9 

87.50%  of  the  J?  were  rejected 

6  -  school  not  recognized  by  the  ECPD 

1  ~  did  not  have  D.S.  degree  in  Civil  Engineering 
Total:  7 

42.86%  of  the  £  were  rejected 

2  -  school  not  recognized  by  the  ECPD 

2  -  non-citizens  must  be  California  residents 

1  -  did  not  submit  transcript  of  college  work 
Total:  5 

1  B_  -  (1007»)  -   school  not  recognized 
1  S_  -   (100%)  -   school  not  recognized 

23.087o  at  the  U  were  rejected 

3  -  did  not  submit  transcripts  of  college  work 

2  -  school  not  recognized  by  the  ECPD 

1  -  needs  1  year  experience  in  Civil  Engineering  since  his  degree 
issued  in  Civil  Engineering 
Total:  6 

As  can  be  seen,  the  fact  that  the  ECPD  will  not  accredit  schools  located 
outside  the  U.S.  has  been  the  cause  of  most  of  the  minority  rejections.   It  is 
perfectly  valid  to  require  that  employees  be  able  to  understand  the  vocabulary 
associated  with  the  duties  of  their  job,  but  it  is  not  valid  to  arbitrarily 
reject  all  candidates  who  might  possibly  have  this  problem  or  to  require  them 
to  go  through  a  much  more  difficult  qualification  procedure  than  the  rest  of 
the  applicants  (California  Engineer-in-Training  certificate).   This  _is_  discri- 
mination.  The  proper  procedure  would  be  to  re-institute  the  acceptance  of 
applicants  from  those  schools  that  the  Graduate  School  of  Engineering  Berkeley 
deems  acceptable  and  allow  each  candidate  to  demonstrate  his  English  skills 
and  aptitude  for  the  job.   The  present  requirements  impose  restrictions  against 
non-citizens  which  was  what  the  Human  Rights  Commission  sought  to  alleviate 
when  it  pushed  for  passage  of  the  law  which  gave  non-citizens  equal  employment 
rights. 

A  good  number  of  candidates  did  not  attend  the  oral;  however,  in  view  of 
the  5'f  month  wait,  the  loss  of  1/3  of  the  qualified  applicants  is  not  unreasonable. 
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30.007.  of  the  W  were  non-participants 

2  -  got  other  jobs 

1  -  moved  before  the  study  could  contact,  him 

1  -  oral  conflicted  with  school  exams 

1  -  moved  and  notice  of  oral  not  forwarded  in  time 

1  -  reason  unknown 
Total:  6 

37.507o  of  the  0_  were  non-participants 
1  -  moved  before  oral 
1  -  oral  conflicted  with  Graduate  Record  Exams 

1  -  found  another  job 
Total:  3 

40.007.  of  the  OTHERS  were  non-participants 

2  -  moved  by  the  time  the  study  tried  to  contact  them 
1  -  incorrect  address  on  application  (not  notified) 

1  -  CSC  told  him  they  were  looking  primarily  for  young  college  graduates 
with  no  experience,  so  he  decided  against  taking  the  oral. 

As  usual  the  delay  in  giving  the  exam  seemed  to  be  the  major  factor. 
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3416  Gardener 


W  B      0       S     F   OTH  AI  UNK  TOTAL 

1.  Total  Number  113  11     1       8     2                 135 
of  Applicants  (83.70)  (8.15)  (0.74)  (5.93)  (1.48) 

2.  Rejects 

Before  the  10  0     0      0     0    -    -    -     10 

Written  (8.85)  (7.41) 

3.  Qualified, 

for  Written  103  11     1       8     2    -    -    -    125 

4.  No  Response  1  0     0       0..\    0                  1 
Written  (.97)  (0.74) 

5.  Participated 

in  Written  102  11     1       8     2                 124 

6.  Fail  Written  5  10       10---      7 

(4.90)  (9.09)       (12.50)                  (5.65) 

7.  Pass  Written: 
Qualified  for 

Oral  97  10     1       7     2    -    -    -    117 

8.  No  Response  1  00                00---              1 
Oral  (1.03)  (0.85) 

9.  Participated 

in  Oral  96  10     1       7     2    -    -    -    116 

10.  Fail  Oral  2  00       00---      2 

(2.08)  (1.72) 

11.  Pass  Oral:  (82.46)  (8.77)(0.88)   (6.14)(1.75) 

On  List  94  10     1       7     2    -    -    -    114 

(83.19)  (90.90X100)   (87.50X100)              (84.44) 
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N.    3416  Gardener  is  a  promotive  classification  ana  was  open  to  City  employees 
in  class  3410  Assistant  Gardener  who  had  passed  their  probationary  periods 
and  who  had  two  years  of  experience  in  the  3410  position  CO_  who  had  a  combination 
of  experience  in  the  next  lower  rank  (Ass»t  Gardener)  and  equivalent  experience 
outside  the  City  Service  totaling  two  years  in  the  last  seven.  A  California 
Driver's  license  was  also  required. 

The  applicants  were  rated  on  a  written  test  (600  points),  an  oral  exam 
(300  points),  meritorious  service  (50  points)  and  work  experience  with  the 
City  (50). 

The  class  was  opened  for  application  on  May  5,  1070  and  the  last  day  for 
filing  was  May  28,  1970.   The  written  was  held  June  20,  1970  and  the  orals  were 
held  in  October  and  December  of  1970.  Originally,  a  deep  freeze  had  been  utilized 
since  so  many  had  passed  the  written  exam.   The  43  candidates  that  scored  the 
lowest  of  the  117  who  passed  were  placed  _-n  the  deep  freeze  list;  the  remaind  r 
were  given  orals  in  October,  the  delay  being  due  to  a  large  number  of  protests 
on  the  test.   Those  in  the  deep  freeze,  however,  argued  that  since  they  had 
passed  the  written,  they  were  entitled  to  take  the  orals,  also.  CSC  acquiesed 
to  their  demands  and  this  group  took  their  orals  in  December.   The  list  was 
finally  adopted  February  23,  1971.  The  waiting  period  was  9  months;  however 
since  all  the  candidates  were  already  City  employees,  there  were  very  few  no 
responses.  There  was  no  pressure  to  get  -  job  as  there  is  in  the  entrance 
classes  where  most  of  the  candidates  are  unemployed. 

The  ethnic  breakdown  of  the  applicants,  (line  l)  shows  that  a  large  majority 
of  the  employees  in  3410  Assistant  Gardener  are  White  since  this  applicant  group 
represents  most  of  the  Ass't  Gardeners  with  two  years  of  experience.  All  the 
minority  groups  are  under  represented  even  though  the  D_  and  S_  groups  show  a 
larger  participation  than  has  been  found  for  some  other  classes  this  study 
has  analyzed.  B_  and  S_  together  accounted  for  14%  of  the  applicants  while  \ 
alone  constituted  03.70%.   The  remaining  2%  was  comprised  of  Filipino  and 
Oriental  candidates. 

Rejections  were  few  and  confined  to  the  W  group.  Only  one  W_  did  not 
take  the  written.   Because  of  this,  the  minority  groups  shared  a  slight  expansion 
in  their  proportion  of  the  written  test  participants  (line  5)  as  compared  to  their 
overall  percentage  (line  1).   The  W  loss  was  only  about  1.5  percentage  points. 

The  failure  rates  for  all  groups  were  phenomenally  low.   0_  and  F_  lost  no 
one,  W  lost  4.90%,  B_  lost  9.09%  and  S_  lost  12.50%.   There  was  some  evidence 
that  the  study  sheets  the  candidates  used  to  prepare  for  the  exam  were  compilations 
of  questions  on  older  exams  for  Gardener  and,  since  most  of  these  questions 
were  repeated  on  this  latest  test,  it  was  as  if  the  answers  had  been  distributed 
along  with  the  test  booklets.   This  exam  obviously  did  not  discriminate  between 
candidates  on  any  basis,  neither  race  nor  ability  to  do  the  job  nor  anything 
else.  Whether  it  had  any  effect  on  the  relative  ranking  of  the  various  minority 
group  members  will  be  'nvestigated  later  in  this  section. 

After  the  written  exam,  only  3  more  candidates  (all  W)  were  eliminated; 
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1  was  a  "no  response-oral"  and  the  other  2  failed  the  oral  (one  lacked  the  required 
experience  and  the  other  had  not  passed  probation  at  the  tine  of  the  written  test). 
The  average  oral  scores  were  W  -  247.49,  _B  247.86,  S_  -  237.51  and  F  -  260.65.  The 
1  0^  scored  249.60.   The  low  score  for  S_  and  the  high  score  for  F_  may  be  the  result 
of  statistical  error  because  of  the  small  number  of  these  groups  taking  the  written: 
this  is  supported  by  the  fact  that  the  two  groups  with  most  in  common  (language 
problem)  had  the  highest  and  the  lowest  average  scores. 

Line  11  shows  the  results  of  this  examination  procedure.   The  success  rates 
were  uniformly  high,  the  lowest  (the  W  group)  being  83.19%.   The  changes   in  the 
percentages  of  the  population  from  total  population  (line  1)  to  eligibles  on  the 
list  (line  11)  were: 


Line  1 

0 

») 

Line  11 

C7o) 

Change 

w 

83.70 

82.46 

-  1.24 

B_ 
0 

8.15 
0.74 

8.77 
0.88 

+  .62 

+  .14 

F 

5.93 
1.48 

6.14 
1.75 

+  .21 
+  .27 

The  changes  were  very  small  because  only  21  of  the  135  applicants  -fere 
eliminated  and  these  were  almost  in  exact  proportion  to  the  ethnic  make  up  of  the 
total  population. 


■lace 
W 
F 
W 

s_ 

3 
W 

s_ 
u 

D 

u 

B_ 
W 
B 

II 

w 


Rank 

Race 

Rank 

1-11 

W 

57  -  67 

12 

F 

68 

13  -  15 

W 

69  -  88 

16,   17 

B 

89 

18 

W 

90 

19 

91  -  91.5 

20  -  26 

w 

92,   93 

28 

B_ 

94  -100 

29,   30 

W 

101 

30.5 

s_ 

102,  103 

31,   32 

w 

104 

33 

E_ 

105  -107 

34  -  46 

w 

108 

47 

s_ 

109  -111 

48,   49 

w 

112,  113 

50 

B_ 

114 

51  -  55 

w 

56 

0 

Note:   Because  of  adjustment  in  scores,  #27  became  #21.5,  #73  became  #30.5  and 
#95  became  #91.5. 
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The  table  shows  5  of  7  S,  4  of  10  B  and  1  of  2  F  on  the  bottom  half  of 
the  list  while  the  1  0  fell  exactly  in  the  middle.   This  is  a  fairly  good 
distribution  although  the  S_  group  was  predominately  in  the  lower  ranks.  This 
was  due  basically  to  the  written  exam  since  a  study  of  the  scores  has  shown 
that  even  if  these  S_  applicants  had  scored  better  than  average  on  the  orals, 
they  would  still  be  on  the  bottom  half  of  the  list.   Also,  the  list 
contained  no  minorities  in  the  top  10  ranks,  but  contained  3  in  the  lastlO  ranks 
(2  S  and  IB) 

The  resultant  employment  action  so  far"  has  been: 

23  W  accepted  permanent  jobs 

2  B_  accepted  permanent  jobs 

1  F_  accepted  a  permanent  job 

4  W 

4  U  accepted  temporary  jobs 

1  B^  accepted  a  temporary  job 

6  W  refused  temporary  jobs 
1  B_  refused  a  temporary  job 
1  S_  refused  a  temporary  job 

*  eligible  #33  was  the  last  man  to  be  contacted 

The  high  acceptance  rate  of  permanent  positions  is  typical  of  promotive 
examinations. 

The  reasons  for  rejection  before  the  written  were: 

10  U: 
9   lacked  the  two  years  of  experience 
1  was  not  a  permanent  employee  in  the  next  lower  rank 

The  experience  requirement  should  be  explained  here.   Several  applicants 
declared  that  the  duties  of  Ass't  Gardener  and  Gardener  are  exactly  the  same. 
Therefore,  the  position  of  Gardener  is  merely  a  device  to  allow  long-time 
employees  to  get  an  increase  in  their  pay-scale.   It  is  an  incentive  too  for 
Ass't  Gardeners  to  stay  in  the  City  Service.   The  2  years  experience  require- 
ment is  designed  to  give  those  employees  who  have  been  Ass't  Gardeners  longer 
first  chance  at  the  Gardener  jobs  (and  pay  increase). 

Of  the  two  "no  responses"  (one  from  the  oral  and  one  from  the  written), 
one  claimed  he  was  not  notified  to  take  the  oral,  and  the  other  (from  the 
written  test)  was  not  contacted  and  his  reasons  remain  unknown. 
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7446  Painter 


W  B      0       S      F   OTH  AI   UNK  TOTAL 

1.  Total  Number   131  21     7       39     9-24  213 
of  Applicants  (61.50)  (9.86)  (3.29)  (13.31)  (4.23)   (0.94)(l.88) 

2.  Rejected 

Before  the      17  11     2        9     4-13  47 

Written      (12.98)  (52.38)(28.57)(23.08)  (44.44)  (50.00)(75.00)(22.07) 

3.  Qualified 

for  Written    114  10     5       30     5    -    1    1  166 

4.  No  Response     18  01        21-00  22 
Written      (15.79)  (20.00X6.67)  (20.00)  (13.25) 

5.  Participated 

in  Written      96  10     4       23     4-11  144 

6.  Fail  Written    42  9     4       20     4    -    1    1  31 

(43.75)  (90.00X100)  (71.43)  (100)     (100)(100)  (56.25) 

7.  Disqualified            8  00                   00-00  8 

(3.33)  (5.56) 

8.  On   the  List  (33.64)    (1.32)  (14.55) 

46  10                  3            0         -         0         0  55 

(35.11)   (4.76)  (20.51)  (25.82) 
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0.    The  requirements  for  7346  Painter  were  (l).  residence  -  non-residents 
(of  San  Francisco)  were  eligible  only  for  positions  with  the  Board  of  Education 
or  for  positions  located  outside  of  the  City,  (2)  citizenship  -  non-citizens 
must  be  California  residents  and  must  have  declared  their  intention  of  becoming 
U.  S.  citizens,  and  (3)  experience  -  completion  of  a  recognized  3-year  appren- 
ticeship in  painting  plus  3  years  painting  experience  at  the  journeyman 
level  within  the  last  six  years. 

The  exam  process  was  restricted  to  a  written  test  which  was  administered 
August  1,  1970.   The  class  was  opened  for  application  May  25,  1970  and  the  last 
day  for  filing  was  June  25th.   The  list  was  adopted  on  October  23,  1970.   The 
waiting  period  was  5  months. 

There  were  a  good  number  of  applicants  from  the  various  minority  ommunities 
for  this  class;  the  W  group  accounted  for  only  61.50"  of  the  turn-out.   3_  was 
the  largest  of  the  minority  groups  with  18.317.  of  the  population.   B_  was  next 
largest  with  9.367.  (slightly  under  represented)  and  the  £,  F_  and  AI_  groups 
contributed  the  rest  except  for  4  candidates  whose  ethnic  identity  is  unknown. 
Only  the  OTH  group  did  not  participate. 

The  overall  rejection  rate  was  low,  although  some  minority  groups  were 
hard-hit  and  the  no  response  rates  were  exceptionally  low.   This  attrition 
changed  the  ethnic  make  up  of  the  surviving  population  (line  -  5  -  "participated 
in  written")  to  W  -  66.67%,  B  -  6.94%,  0  -  2.78%,  S_  -  19.49%,  F  -  2.78%,  AI  - 
0.69%  and  UNK  -  0.69%.   The  written  had  an  overall  failure  rate  of  56.25%. 
The  minorities  bore  the  brunt,  however.  All  of  the  participants  from  the  0_, 
F_,  AI  (and  UNK)  groups  failed  the  test  as  did  90%  of  the  B  and  71.43%  of  the 
S_  participants.  The  V/  failure  .rate  was  43.757.. 

Of  those  that  passed  the  test,  W  accounted  for  85.717..   B_  constituted 
only  1.53%  and  S_  -  12.70%.  However,  the  disqualification  of  8  W  applicants 
who  passed  the  test  (7  falsified  their  addresses  and  1  did  not  have  the  necessary 
experience)  cut  the  T-J  group's  gains  by  about  2  percentage  points. 

The  success  rates  for  each  group  were  W  -  35.117.,  B_  -  4.767.,  S_  -  20.517., 
F,  OTH,  and  A.I.  -  all  0%. 

The  changes  in  the  proportion  of  each  ethnic  group  from  total  population 
(line  l)  to  successful  candidates  (line  8)  were: 


Line  1 

(%) 

Line  11 

(7.) 

Change 

(Percentage  Points) 

w 

61.50 

83.64 

+  22.14 

B_ 

9.36 

1.82 

-  8.04 

0 

3.29 

0.00 

-  3.29 

£ 

18.31 

14.55 

-  3.36 

F 

4.23 

0.00 

-  4.23 

AI 

0.94 

0.00 

-  0.94 

About  19  percentage  points  of  W  expansion  came  from  the  high  mortality 
of  the  other  groups  at  the  written  test. 
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Rank 

Race 

Result 

Rank 

Rac 

;e      Result 

1 

S 

CP 

29 

W 

WT 

2 

W 

CP 

30 

W 

CT 

3 

s 

CP 

31 

W 

CT 

4 

w 

WP 

32 

w 

removed,  his  request 

5 

W 

CP 

33 

w 

m 

6 

w 

CP 

34 

s 

CT 

7 

w 

CP 

35 

s 

WT 

8 

w 

CP 

36 

s 

Eligible  for  Board  of  Edu 

9 

w 

CP 

cation  out-of-SF  position 
only 

10 

s 

CP 

37 

B 

WT 

11 

w 

CP 

38 

W 

12 

w 

CP 

39 

W 

13 

w 

CT 

40 

w 

14 

w 

WT 

41 

w 

15 

w 

WT 

42 

w 

16 

w 

WT 

43 

s 

17 

w 

CT 

44 

w 

13 

w 

CT 

45 

w 

19 

w 

CT 

46 

w 

20 

w 

WT 

47 

s 

21 

w 

CT 

48 

w 

22 

w 

WT 

49 

w 

23 

w 

Medical  Reject 

50 

w 

24 

w 

CT 

51 

w 

25 

w 

CT 

52 

W 

26 

w 

WT 

53 

w 

27 

w 

CT 

54 

w 

28 

w 

CT 

55 

w 

Six  of  the  nine  minority  eligibles  are  on  the  lower  half  of  the  list, 
but  the  other  three  (all  S)  are  ranked  among  the  top  ten. 
Of  the  8  S  on  the  list 

3  accepted  permanent  jobs 
1  accepted  a  temporary  job 
1  refused  a  temporary  job 

1  was  skipped  (eligible  for  Board  of  Education  or  out-of  town 
positions  only. 

the  IB  on  the  list  waived  a  temporary  job 
(stated  that  he  "wanted  steady  work") 

Of  the  46  W  on  the  list, 

8  accepted  permanent  jobs 

1  refused  a  permanent  job 

11  accepted  temporary  jobs 
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3  refused  temporary  jobs 
1  medical  reject 

I  removed  from  list  at  his  own  request 

The  rejections  before  the  written  (line  2)  vrere  most  damaging  to  the 
B_  and  F_  groups,  though  AI_  lost  one  of  its  two  candidates  at  this  step,  also. 
The  W  group  gained  in  proportion  because  its  reject  rate  was  by  far  the  least. 
The  reasons  for  rejection  by  race  were: 
17  W 

12  -  lack  of  experience 
3  -  experience  not  within  the  last  6  years 
1  -  did  not  submit  correct  application 
1   -   incomplete  application 

II  D 

9  -  lack  of  experience 

1  -  wrong  type  of  painting  experience  (also  not  within  the  last  6  years) 

1  -  needed  CSC  permission  to  file  because  of  prior  employment  problems 

with  the  City  (he  did  not  attempt  to  get  the  approval) 

2  0 

1   -  lack  of  experience 

1  -  experience  was  not  in  the  last  6  years 

9  5_ 

3  -   lack  of  experience 

2  -  wrong  type  of  painting  experience 

1  -   incorrect  application 

2  -   incomplete  application 

1  -  withdrew  his  application  -  because  CSC  staff  told  him  he  would 
have  a  hard  time  with  the  written  test  because  of  his  language 
problem 

4  F 

3  —   lack  of  experience 

1  -   experience  not  within  the  last  6  years 

1  AI  -   experience  not  within  the  last  6  years 

3  UNK  -   lac!-,  of  experience 

These  requirements  will  be  discussed  in  another  context  in  the  selection 
on  complaints. 

Non-participation  in  the  written  exam  was  very  low: 
IB  W 

4  -  were  out  of  town  on  exam  date 

5  -  were  ill 
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1  -  did  not  want  to  work  in  San  Francisco 

1  -  found  another  job  (because  he  had  a  language  problem) 

1  -  prior  commitment  on  the  test  date 

1  -  moved  before  the  study  could  contact  him 
5  -  reasons  unknown 

2  S_ 

1  -  not  notified 

1  -  wife  lost  the  "credential  card"  (notification) 

10-  reason  unknown 

1  J_  -  reason  unknown 

As  can  be  seen  the  3  month  wait  for  the  written  test  did  not  cause  a  large 
drop  off  as  has  been  the  case  in  other  classes.  It  has  been  suggested  that  this 
is  because  most  of  the  applicants  were  members  of  the  painters  union  and  consider 
the  security  and  fringe  benefits  of  City  employment  worth  the  wait. 
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(intentionally  left  blank) 
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7410  Automotive  Serviceman 


W  B  0  S  F     OTH    AI     UNK  TOTAL 

1.  Total  Number   138  99  9  31  26     2      1      18   324 
of  Applicants  (42.59)  (30.56)  (2.78)  (9.57)  (8.02)  (0.62)  (0.31)  (5.56) 

2.  Rejected 

Before  the      3  5  0  0  0 

Written      (2.17)  (5.05) 

3.  Qualified 
for  Written    135  94  9  31  26 

4.  No  Response     49  44  4  14  9 
Written      (36.30)  (46.81)  (44. 44) (45. 16) (34. 62) 

5.  Participated 
in  Written      86  50  5  17  17 

6.  Failed  Written  39  34  3  9  12 

(45.45)  (68.00)  (60.00)(52.94)(70.59)(100) 


0 

0 

4    12 
(22.22X3.07) 

2 

1 

14   312 

0 

0 

13   133 
(92.36K42.63) 

2 

1 

1   179 

2 
00) 

0 

0    99 
(55.31) 

7.  Pass  Written: 
Qualified  for 
Oral 

47 

16 

2 

8 

5 

0 

1 

1 

80 

8.  No  Response 
Oral 

4 
(8.51) 

3 
(18.75) 

0 

0 

2 

(40.00) 

- 

0 

0 

9 
(11.25) 

9.  Participated 
in  Oral 

43 

13 

2 

8 

3 

- 

1 

1 

71 

10.  Fail  Oral 

1 
(2.33) 

3 
(23.08) 

0 

0 

0 

- 

1 

(100) 

0 

5 
(7.04) 

11.  Pass  Oral: 
On  List 

(63.64) 
42 

(15.15X3.03) 
10     2 

(12.12X4.55) 

8      3 

0 

a 

.52) 

1 

66 

(30.43)     (10. 10X22.22X25. 81X11. 54)     0.00X0.00X5.56)   (20.37) 
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P.    The  requirements  for  7410  Automotive  Serviceman  were  (l)  residence  - 
non-residents  could  only  be  appointed  to  positions  outside  the  City.   (2)  citi- 
zenship -  non-citizens  must  be  California  residents  and  have  declared  their 
intention  of  becoming  U.S.  citizens,  (3)  age  -  candidates  must  be  21  years  of 
age,  and  (4)  1  year  of  experience  within  the  last  6  years  in  servicing  and 
lubricating  automotive  equipment  and/or  as  a  tire  serviceman  AND  possession 
of  a  California  Driver1 s  license. 

The  exam  process  consisted  of  a  1000-point  written  exam  and  a  "pass-fail" 
oral  qualifications  appraisal. 

The  class  was  opened  on  July  20,  1970;  however,  the  announcement  was 
protested.   The  amended  scope  which  allowed  20-year-olds  to  take  the  exam 
(although  they  couldn't  be  appointed  to  a  position  until  their  21st  birthday) 
was  reissued  on  August  24,  1970  and  applications  were  accepter!  -jntil  September 
3,  1970.   The  written  was  held  on  October  17,  1970  and  the  oral  on  December  14th. 
The  list  was  adopted  January  14,  1971  resulting  in  a  waiting  period  of  about 
5  months. 

There  was  a  large  turn-out  for  this  position,  most  of  the  applicants 
being  minority  group  members.   The  ethnic  make-up  of  the  applicants  was  W_  - 
42.59%,  B  -  30.56%,  0  -  2.78%,  S_  -  9.57%,  F  -  8.02%,  OTH  -  62%,  AI  -  £.31% 
and  5.56%  were  not  identified. 

Since  preapplication  cards  were  used,  very  few  of  the  candidates  were 
rejected  before  the  exam  (line  2).   The  3-month  wait  for  the  written  test, 
however,  resulted  in  a  no-response  rate  of  42.63%.  II  st  of  the  non-participants 
were  from  various  minority  groups.  The  surviving  group  of  applicants  ("parti- 
cipated in  written"  -  line  5)  were  48.04%  White,  27.93%  Mack,  2.79%  Oriental, 
9.50%  Spanish- surnamed,  9.50%  Filipino,  1.12%  OTIISllS ,  0.56%  American  Indian 
and  0.56%  UNKNOWN. 

The  written,  as  usual,  screened  out  proportionately  more  minorities  than 
W,  but  the  difference  in  failure  rates  was  not  as  large  as  has  been  the  case 
for  some  other  tests.   The  group  that  passed  the  written  was  58.75%  W_,  20.00%  B_, 
2.50%  0,  10%  S_,  6.25%  F,  1.25%  A.I,  and  1.25%  UNKNOWN. 

Non-participation  in  the  oral  was  responsible  for  the  elimination  of  4  W, 
3  B_  and  2  F_.  5  candidates  (1  W_,  3  B_,  1  Al)  failed  the  oral  because  they  lacked 
the  necessary  experience. 

Line  11  chows  the  success  rates  were  W  -  30.43%,  3_  -  10.10%,  _0  -  22.22%, 

S_  -  25.31%,  F  -  11.54%,  OTH  -  0%,  AI  -  0%  and  UNK  -  5.56%.  The  changes  in  the 

proportions  of  each  ethnic  group  from  "total  number  of  applicants"  (line  1)  to 

"pass  oral;  on  the  list"  (lino  11)  were: 

%)         Change 

(percentage  points) 


Line  1  (%) 

Line  1 

w 

42.59 

63.64 

B 

30.56 

15.15 

0 

2.70 

3.03 

S 

9.5  7 

12.12 

F 

8.02 

4.55 

OTH 

0.62 

0.00 

AI 

0.31 

0.00 

+ 

21.05 

- 

15.11 

+ 

.25 

+ 

2.55 

- 

3.47 

- 

.62 

_ 

.31 

As  can  be  seen  the  0  and  £  groups  gained  a  little,  while  the  W  group  gained 
over  20  points  primarily  at  the  expense  of  the  B_  group. 


Rank 

Race 

Result 

Rank 

R.ace 

Result 

1 

W 

CP 

34 

S_ 

2 

I 

CP 

35 

F 

3 

\r 

CP 

36 

W 

4 

w 

CP 

37 

w 

4.5  - 

s. 

CP 

38 

w 

5 

w 

CP 

39 

s_ 

6 

B 

CP 

40  . 

w 

7 

S. 

WP 

41 

w 

8 

H 

WP  (non-resident) 

42 

UNK 

9 

B_ 

WP 

43" 

w 

10 

B_ 

WP  (non-resident) 

44 

w 

11 

B 

CP 

45 

s 

12 

B 

CP 

46 

w 

13 

W 

WP 

47 

w 

14 

w 

WP 

48 

F 

15 

;s 

CP 

49 

W 

16 

w 

CP 

50 

0 

17 

w 

WT  (non-resident) 

51 

B 

18 

w 

CP 

52 

W 

19 

w 

WP 

53 

w 

20 

s. 

WP  (non-resident) 

54 

3 

21 

w 

CP 

55 

B 

22 

w 

WT 

56 

w 

23 

w 

WT,  WPXW 

57 

£ 

24 

w 

CP 

58 

0 

25 

w 

WT,  WPXW 

59 

B 

26 

w 

CT 

60 

W 

27 

B 

WT 

61 

w 

28 

F 

WT 

62 

w 

29 

W 

WT 

63 

w 

30 

w 

WTXW 

64 

w 

31 

w 

65 

w 

32 

w 

33 

w 

11  of  the  minority  eligibles  were  on  the  top  of  the  list  and  12  were 
on  the  bottom.   6  of  the  10  B_  were  on  the  top  half  as  were  4  of  the  8  S_. 
The  C_  group  eligibles  were  both  very  low  on  the  list  and  the  3  F_  fell  in 
about  the  low  middle. 

Under  Result  (employment  action)  it  should  be  noted  that  the  permanent 
position  offered  to  the  non-residents  was  in  the  Hetch-Hetchy  water  supply 
operation.  When  this  job  was  offered  to  S.  F.  residents,  it  was  marked  XU  or 
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EXEmpt-waiver  meaning  the  position  could  be  refused  with  no  penalty. 
The  resultant  employment  action  was  then: 
W 

9  accepted  permanent  positions 

3  refused  permanent  positions 

2  (non-residents)  refused  permanent  positions  at  Hetch-Hetchy 

2  refused  a  temporary  job 

2  refused  exempt-waiver  permanent  jobs  at  Hetch-Hetchy  and  temporary 
jobs  in  the  City. 

1   refused  a  temporary  job  at  Hetch-Hetchy 
1   accepted  a  temporary  job  in  the  City 

3  accepted  permanent  jobs 
1  refused  a  permanent  job 

1   (non-rresident)  refused  a  permanent  job 
1   refused  a  permanent  job 

The  reasons  for  rejection  before  the  written  were: 

3  W     too  young 

5  B_     4  needed  CSC  permission  to  file 
1  too  young 

4  UNK    2  did  not  give  addresses  on  pre-application  card 

1  ?.acked  the  experience 

1  needed  CSC  permission  to  file 

"Needed  permission  to  file"  means  that  the  candidate  was  a  former  employee 
or  applicant  for  employment  with  the  City  and  that  there  was  some  irregularity 
which  reflects  on  his  disirability  as  an  applicant.   Consequently,  the  candidate 
must  file  a  "pink"  application  and  his  record  must  be  reviewed  to  see  if  he 
would,  after  all,  be  accepted  as  an  employee.   The  candidates  rejected  under 
this  category  filed  regular  pre-application  cards  and  did  not  file  the  "pink" 
when  requested  to  do  so  by  CSC  staff. 

The  reasons  for  non-participation  in  the  written  were: 
49  W 

6  moved  before  the  study  could  contact  them 

5  got  another  job 

2  returned  to  college 

4  were  ill 

1  found  lie  would  not  be  able  to  pass  the  medical 
4  were  out  of  town  on  exam  date 

2  did  not  receive  notification 
1  lost  interest  in  job 

1   became  interested  in  other  work 
1  position  not  challenging  enough 
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1  prior  commitment  on  exam  date 

1  CSC  appointments  too  scarce  for  number  of  applicants 

1  forgot  exam  date 

19  reasons  unknown 

44  B 

5  moved  before  the  study  could  contact  them 

3  were  ill  (one  felt  he  couldn't  pass  the  test  any  way) 

3  were  not  notified 

1  felt  he  could  not  pass  City  exams  (had  failed  many,  before) 

1  got  another  job 

1  didn't  have  a  High  School  diploma 

1  deceased 

29  reasons  unknown 

4  0 

1  not  notified 

1  wanted  part-time  job 

2  reasons  unknown 

14  S_ 

1  got  another  job 

1  was  on  vacation 

1  couldn't  wait  -  didn't  realize  it  took  so  long  to  get  a  job  with 

the  City 

1  never  was  notified  of  the  exam 

1  moved  before  the  study  could  contact  him 

9  reasons  unknown 

9  F 

1  took  too  long,  got  another  job 

1  moved  before  the  study  could  contact  him 

1  was  late  for  test  due  to  heavy  traffic 

1  received  notification  after  the  exam 

1  overslept 

1  reasons  unknown 

13  UNK 

4  moved  before  the  study  could  contact  them 
9  reasons  unknown 

The  reasons  for  non-participation  at  the  oral  were  due  to: 
4  W 

1  got  a  job 

3  reasons  unknown 
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3  B 

1  moved  before  study  could  contact  him 
1   too  far  to 

2  F 

1  found  another  job 

1   notified  he  had  passed,  then  two  weeks  later  was  told  he  failed. 

For  some  reasons,  CSC  seems  to  have  made  a  number  of  technical  errors 
during  this  exam,  dealing  with  notification  of  the  candidates,  but  the  main 
reason  for  non-participation  was  still  the  time  involved  in  conducting  the 
examination  process. 
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Fire  Safety  Technician 


W      B        0       S    F   OTH   AI  UNK  TOTAL 

1.  Total  Number    8      46       9      16    -     4    -   -     83 
of  Applicants  (9.64)  (55.42)  (10.84)  (19.28)     (4.82) 

2.  Rejected  on     4      9       5       8-3--     29 
Qualifications(50. 00X19.57)  (55.56)  (50.00)    (75.00)       (34.94) 

3.  Participated 

in  the  CAT      4      37      4      8    -     1    -   -     54 

4.  Failed  theO       3      0       2-0--5 
CAT  (8.11)        (25.00)  (9.26) 

5.  Qualified 

for  Medical     4      34      4      6-1--49 

6.  No  Response     1      0       1       2-0--      4 
Medical      (25.00)        (25.00)  (33.33)  (8.16) 

7.  Participated 

in  Medical      3      34       3      4-1--45 

8.  Failed  Medical  0       1       0       0    -     0  1 

(2.94)  (2.22) 

9.  Qualified 
for  Review, 

etc.  3      33       3      4    -     1    -   -     44 

10.  Miscellaneous   0      8       0       2    -     -    0   -     10 
Fails  (24.24)         (50.00)  (22.73) 

11.  Qualified 
for  and 
Participated 

in  Oral         3      25       3 


12.  Fail  Oral 


(33.33X36.00)  (33.00) 


13.  Pass  Oral    (8.70)  (69.57)  (8.70) 
and  in         2      16       2 
Project      (25.00X34.73)  (22.22)  (12.50) 


2 

1 

34 

0 

0 

11 
(32.35) 

(8.70) 

2 
12.50) 

(4.35) 

1 
(25.00) 

23 
(27.71) 
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Q.    Fire  Safety  Technician  (FST)  is  a  training  and  employment  pro-ran.  adminis- 
tered by  the  New  Careers  section  of  CSC.   It  was  funded  through  the  Concentrated 
Employment  Program  (CEP)  of  the  Economic  Opportunities  Council.   The  CD?  is 
aimed  at  the  poor,  so  all  enrolleea  had  to  meet  the  Federal  guidelines  on  poverty. 

The  City's  interest  in  the  project  is  two-fold;  in  addition  to  the 
employment  of  a  number  of  Its  economically-deprived  residents,  amelioration  or 
the  racial  imbalance  in  the  Fire  Department  is  being  attempted. 

Since  the  FST  program  is  largely  experimental  and  a  number  of  different 
governmental  agencies  had  a  hand  in  it,  the  mechanics  of  the  project  are  rather 
complicated. 

Human  Resources  Development  offices  (HRD  is  a  part  of  the  state  government 
employment  effort)  in  various  areas  of  the  city  0<7estern  Addition,  Hunters 
Point-Bayview,  Chinatown  and  the  Mission  District)  were  asked  to  recruit  young 
men  who  were  (a)  residents  of  those  areas,  (b)  who  met  the  requirements  for 
H-2  Fireman  (essentially  the  same  requirements  as  02  Policeman)  and  (c)  who  met 
the  Federal  guidelines  on  poverty.   There  was  no  requirement  that  the  candidates 
be  members  of  minority  groups,  but  since  the  recruiting  was  confined  to  those 
areas  where  employment  and  poverty  are  the  greatest,  the  ghettos,  all  but  a 
few  applicants  were  from  ethnic  minorities. 

Those  applicants  accented  by  HRD  were  then  given  the  California  Achievement 
Test,  an  instrument  used  by  the  Department  of  Human  Resources  Development  to  test 
for  attained  educational  levels  and  which  was  designed  to  be  as  "culture-fair", 
or  non-discriminatory  in  the  social  sense  as  possible. 

After  the  CAT,  the  exam  process  was  similar  to  that  for  candidates  for 
H-2  Fireman  who  had  passed  the  written  test.   Surviving  candidates  were  given 
a  medical  exam  and  an  athletic  agility  test.   A  review  of  applications  was  then 
held  to  make  sure  that  all  the  required  documents  had  been  submitted.   Those 
candidates  who  progressed  this  far  were  given  an  oral  examination.   The  oral 
board  consisted  of  3  II  Firemen,  1  _B  Fireman,  1  _0  New  Careers  staff  member  and 
1  U  Federal  CEP  monitor.  k   votes  we,:c  needed  to  pass  a  candidate.   This  means 
the  3  W  Firemen  could,  acting  together,  reject  anyone  they  felt  was  unacceptable. 

Those  passing  the  oral  were  accepted  into  the  FST  training  program.   After 
3  months  of  this  "raining,  they  were  eligible  to  ta!  e  a  written  CSC  test  and  a 
performance  test  on  the  duties  and  skills  of  a  Tire  Safety  Technician.   Tho-e 
passing  this  exam  process  are  certified  as  permanent  FSTs.   Permanent  FSTs  will 
be  allowed  to  take  the  H-2  Fireman  exam  on  a  promotive  basis.   Those  passing 
that  test  will  be  placed  on  a  promotive  list  which  will  be  used  before  any  of 
the  regular  lists.   In  this  way  CSC  hopes  to  begin  to  change  the  almost  entirely 
white  composition  of  the  Fire  Department. 

Since  this  project  was  a  pilot  program,  there  were  a  few  minor  mistakes 
made.   Initially,  HRD  sent  some  candidates  who  did  not  meet  the  requirements  for 
H-2  Fireman.   These  candidates  were  rejectee'  by  CSC  and  are  listed  under  "Rejected 
on  u'alifications"  -  line  2.   No  records  were  available  on  those  candidates  who 
were  rejected  by  HRD. 
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The  83  applicants  represent  all  those  applicants  HRD  hart  accepted.   The  ethnic 
make  up  of  this  group  was  W  -  9.64%,  B  -  55.42%,  0  -  10.84%,  S_  -  19.28%  and  OTH  - 
4.82%. 

Of  these,  29  were  rejected  by  New  Careers  because  they  didn't  meet  the 
requirements  for  H-2  Fireman: 

4  W  were  rejected  -  this  was  50%  of  the  W  applicants 
2  -  residency 
1  -  Height 
I  -  Vision 

9  B_  were  rejected  -  this  was  19.57%  of  the  B_  applicants 

4  -  residency 

2  -  1-Y  draft  status 

1  -  vision 

1  -  trial  date  would  interfere  with  training 

1  -  dishonorable  discharge  from  Armed  Forces 

5  £  were  rejected  -  this  was  55.56%  of  the  £  applicants 

2  -  vision 
1  -  height 

1  -  1-Y  Draft  Status 

1  -  4F  Draft  Status 

8  S_  were  rejected  -  this  was  50.007«  of  the  3_  applicants 

2  -  4F  draft  status 

2  -  1Y  draft  status 
1  -  residency 

1  -  no  California  Driver's  License 
1  -  height 
1  -  vision 

3  OTH  -  this  was  75%  of  the  OTH  applicants 
1  -  residency 

1  -  vision 

1  -  1Y  Draft  Status 

All  the  ethnic  groups  except  the  B_  group  were  hard  hit  by  the  require- 
ments for  Firemen.  About  half  the  rejections  were  due  to  physical  or  medical 
standards. 

Only  5  of  the  54  who  took  the  CAT  failed  it.   3  were  B_  and  2  were  S_. 
Since  the  B_  and  S_  groups  seem  to  fail  more  often  on  written  exams  than 
other  groups,  this  may  indicate  that  the  CAT  is  not  as  "culturef air"  as  it's 
supposed  to  be.  Of  course,  an  indictment  can't  be  built  on  5  failures  or 
even  50,  but  care  should  be  taken  against  relying  on  the  CAT  as  a  totally 
unbiased  exam,  nonetheless. 
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The  next  applicants  to  be  lost  wore  those  who  failed  to  take  the  medical 
exam.  No  reasons  were  available  as  to  why  1  W,  1  0  and  2  3_  were  non-participants. 
All  those  taking  the  exam  except  1  B_  passed. 

After  this  step,  the  ethnic  composition  of  the  survivors  was  75.00"  B, 
9.09%  S,  6.32%  W,  6.827  0  and  2.277.  OTH.   The  growth  of  the  B  group  up  to 
this  point  was  primarily  because  only  20°!.  of  the  B_  applicants  were  rejected 
on  qualifications  (line  2). 

The  next  line,  however,  shows  that  the  3_  group  was  whittled  down  con- 
siderably for  miscellaneo  s  reasons.   8  B_  applicants,  24.247.  of  the  surviving 
B_  group,  were  rejected  for  various  reasons: 

6   did  not  attend  the  document  review 

Of  these  1  did  not  attend  because  he  was  4F 

1  did  not  attend  because  his  driver's  license  was  suspended 
1  did  not  attend  because  he  couldn't  get  his  discharge  papers 
1  withdrew  his  application  (reason  unknown) 

1  reason  unknown 

2  did  not  attend  the  athletic  agility  test 

Also,  2  S_  were  rejected: 

1   withdrew  his  application  (reason  unknown) 

1   did  not  attend  the  document  review  (reason  unknown) 

All  others  attended  both  the  document  review  and  the  athletic  and  passed 
both, resulting  in  a  population  of  8.8K  W,  73.537=,  B_,  8.827.0,  5.897.  S_  and 
2.947  OTH  invited  to  the  oral,  all  of  whom  attended.   The  oral  failure  rates 
for  the  U,  B_  and  0_  groups  were  all  about  1/3;  both  S_  applicants  and  the  1  OTH 
passed. 

Line  13  shows  the  final  results  of  the  recruiting  portion  of  the  program. 
The  success  rates  for  each  group  were  W:  25.007,  3:  34.7P7,  0:  22.227,  ?_:    12.507. 
and  OTH:  25.007. 

The  differences  in  the  total  population  accepted  by  HRD  (line  l)  and  the 
population  of  successful,  candidates  (line  13)  by  race  were: 


Line  1  (%) 


Line  13  (7) 


Change 
(Percentage  Points) 


w 

9.64 

8.70 

- 

.04 

n_ 

55.42 

69.57 

+ 

14.15 

0 

10.84 

0.70 

- 

2.14 

£ 

19.23 

S.70 

- 

10.58 

OTH 

4.C2 

4.35 

_ 

.47 

'.F.iilc  the  W  and  OTH  groups  retained  their  original  proportions  almost 
exactly,  the  0_  group  shrank  slightly  and  the  S_  group  a  good  deal.   The  B_  group 
expanded  considerably.   0  was  hurt  most  by  the  physical,  requirements,  while 
the  S  group's  poorer  performance  was  due  to  both  rejection  on  th  .  qualifications 
and  ncn-narticina tion. 
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Of  the  23  finally  accepted  into  the  training  program  one  TV  resigned.   The  rest 
eventually  took  the  CSC  tests  and  have  become  permanent  employees.  Although  some 
scored  low  on  the  written  portion  of  the  exam,  they  scored  high  enough  on  the 
performance  test  to  pull  their  overall  score  upto  passing. 

The  last,  and  possibly  most  difficult,  step  is  all  that  remains  for  the 
completion  of  the  project's  aims.  The  regular  exam  for  H-2  Fireman  is  yet  to 
be  given  (as  of  September  1,  1971)  and  the  FSTs  must  pass  this  to  become 
regular  Firemen.   In  the  past  only  a  very  few  minority  applicants  have  been 
able  to  procede  beyond  this  screening  device.  CSC  and  the  Civil  Service  Task 
Force  have,  however,  designed  a  new  testing  procedure,  and  it  is  hoped  this 
will  no  longer  be  the  case.  At  any  rate,  the  success  or  failure  project  now 
depends  on  CS^s  ability  to  design  a  written  examination  which  does  not  screen 
out  applicants  on  the  basis  of  race  or  other  non- job-related  criteria. 
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9965  Transportation  Assistant 


1. 

Accepted 
by  HRD 

W 

B 

43 
(69.03) 

0 
10 
(14.93) 

s 

14 
(20.90) 

2c 

Rejected 
by  New 
Careers 

- 

9 
(20.93) 

1 
(10.00) 

0 

3. 

Qualified- 
for  the 
Oral 

34 

9 

14 

4. 

No  Res- 
ponse 
Oral 

2 
(5.38) 

1 
(11.11) 

0 

5. 

Participal 
in  Oral 

:ed 

32 

8 

14 

6. 

Fail  Oral 

- 

11 
(34.38) 

0 

2 
(14.29) 

7. 

Pass  Oral 
In  Projed 

:- 

(51.22) 

21 

(19.51) 

o 

o 

(29.27) 
12 

OTH     AI    UNK       TOTAL 

67 


10 
(14.93) 


57 


3 
(5.26) 


54 

13 
(24.07) 


41 
(48.34)  (80.00)  (85.71)  (61.19) 
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R.     9965  Transportation  Assistant  is  a  CEP  project  along  the  lines  of  Fire 
Safety  Technician.   IJhere  the  FST  program  was  aimed  at  H-2  Fireman,  Transpor- 
tation Assistant  was  aimed  at  S102/S104  Conductor/IIotorman  with  the  Muni  Railway. 

The  purpose  of  the  project  was  not  dual  in  this  case,  however.   The 
object  was  to  train  and  employ  in  the  City  Service  a  number  of  San  Francisco 
residents  who  fell  below  Federally-designated  economic  levels.   There  was  no 
secondary  aim  of  bringing  minorities  into  previously  all  White  or  mostly  White 
employment  areas  since  many  S102/S104  positions  are  currently  filled  by  R_ 
employees. 

The  recruiting  and  exam  process  was  basically  the  same  as  that  for 
FST,  although  considerably  streamlined  because  of  the  difference  in  the  require- 
ments for  Fireman  and  Conductor/IIotorman.   Since  S102/S104  requirements  are 
much  less  demanding  and  complicated  the  examining  process  for  Transportation 
Assistant  was  much  simpler  and  faster. 

The  candidates  sent  to  the  New  Careers  section  had  already  taken  and 
passed  the  CAT.   These  applicants  v/ere  then  further  screened  as  to  qualifications 
by  New  Careers  and  those  acceptable  were  scheduled  for  an  oral  exam.   The  oral 
board  consisted  of  3  employees  from  the  Muni  Railway  who  v/ere  involved 
in  training  the  new  employees  (l  B_,  1  0_,  and  1  S_),  1  B_  New  Careers  staff  member 
and  1  W  Federal  CEP  monitor. 

Those  passing  the  oral  were  placed  in  the  6- month  training  program.   From 
this  point,  the  process  was  the  same  as  for  FST.   Instead  of  a  CSC  written  and 
performance  exam,  however,  Transportation  Assistant  Trainees  were  required  to 
take  a  "pass-fail"  written  and  an  oral  exam  worth  1000  points.   Those  who  were 
successful  were  appointed  permanent  Transportation  Assistants  and  may  take  a 
promotive  examination  for  Conductor/IIotorman. 

The  67  applicants  listed  in  line  1  represent  only  those  whom  HRD  passed 
and  sent   to  New  Careers.   There  is  no  record  of  those  who  applied  to  HRD 
and  were  rejected.   Only  3  ethnic  groups  are  accounted  for  in  this  group  of 
applicants;  _D  contributed  68.18%,  £  contributed  14.93%  and  S_  contributed  20.90%. 
The  B  group's  dominance  of  the  applicant  population  began  to  decline  when  New 
Careers  rejected  9  B  and  1  0_  for  various  reasons  (line  2): 

9  B_  -  this  was  20.97",  of  the  B_  applicants 

4  -   applications  were  incomplete  (held  for  the  next  group  of  applicants) 

1   -   too  young 

3   -   were  qualified  in  other  areas 

1   -   resigned  from  a  job  like  S102/S104 

1  0  -  this  was  10%  of  the  0_  applicants 

1   -   incomplete  application  (held  for  next  group  of  applicants) 

Of  the  57  invited  to  the  oral,  only  3  did  not  attend;  no  reasons  were 
available  for  the  non-participation  of  the  2  B_  and  1  0_.   The  group  was  further 
undercut  when  11    its  32  remaining  members  failed  the  oral  exam.   2  S_,  the 
only  ones  to  be  eliminated  in  the  process,  also  failed. 
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Line  7  shows  the  final  results;  41  applicants  were  accepted  into  the  training 
program  for  an  overall  success  rate  of  61.197<>  (from  point  of  acceptance  by  IIRD  - 
line  1).   The  individual  success  rates  were  B_  48.34°'<>,  £  -  80%  and  S_  -  85.71. 

The  changes  in  the  proportion  of  each  ethnic  group  that  applied  were: 


Line  1  (%). 

Line  7  (%) 

(P 

Change 
ercentage  points) 

B 

64.03 

51.22 

12.31 

0 

14.93 

19.51 

+ 

4.58 

S 

20.90 

29.27 

+ 

8.37 

In  this  process  the  B_  group's  proportion  of  the  surviving  population  fell 
somewhat  and  both  S_  and  0_  expanded.  B_  lost  ground  on  all  steps  of  the  exam 
although  the  oral  was  the  most  damaging. 

Of  the  41  applicants  who  were  accepted  into  the  training  phase  of  the 
program,  2  B_  were  terminated  (one  for  poor  performance  and  one  for  excessive 
absenteeism.   2  0_  also  withdrew  from  the  project;  one  was  drafted  and  the  other 
had  family  problems.   The  surviving  trainees  were  allowed  to  take  the  regular 
CSC  exam  for  the  permanent  position  of  Transportation  Trainee.  One  (3  failed 
the  written  portion  and  was  placed  in  a  remedial  language  class.   He  will  take 
the  exam  for  permanent  where  it  is  next  given. 

As  with  FST,  the  effectiveness  of  the  project  now  lies  with  the  ability 
of  the  T.A.»s  to  pass  the  regular  exam  for  S102/S104  Conduc tor/Ho torman. 
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Summation  of  data  for  16  regulai 
CSC  Classifications 


W      B     0     S     F    OTII  AI  UNK   TOTAL 
1.  Total  Number 

of  Applicants  2,537   496   228   199   259   64   4   153   3,940 


2.  Rejected 
Before  the 
Exam 

239 

96 

24 

30 

30 

10 

1 

25 

455 

3.  Qualified  for 

Written 

(11  Classes) 

2,233 

353 

191 

163 

214 

44 

3 

127 

3,328 

4.  No  Response 
Written 

996 

152 

69 

50 

45 

17 

0 

113 

1,442 

5.  Participated 
in  Written 

1,237 

201 

122 

113 

169 

27 

3 

14 

1,886 

6.  Failed  Written 

501 

153 

87 

82 

140 

22 

1 

12 

993 

7.  Deep  Freeze 

93 

1 

3 

0 

0 

3 

1 

0 

101 

8,  Qualified  for 
Oral 

621 

93 

43 

26 

38 

12 

1 

3 

337 

9.  No  Response 
Oral 

111 

23 

7 

3 

9 

4 

0 

2 

159 

10.  Participated 
in  Oral 

510 

70 

36 

23 

29 

o 

1 

1 

673 

11.  Failed  Oral 

39 

6 

9 

1 

2 

1 

1 

0 

109 

12.  Miscellaneous 

Rejections 

36 

0 

1 

2 

3 

0 

0 

0 

U2 

13.  On  the  List 

472 

65 

28 

31 

30 

7 

0 

1 

634 
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3.    The  tabic  combine.-  the  clatn  for  the  sixteen  regular  ^3C  classes  previously 
analyzed.   Fi  re  Safety  Technician  and  Transportation  Trainee  have  not  been 
included  since  they  are  special  employment  programs  and  arc  not  typical  of  CSC 
recruitment  efforts.   In  the  interests  of  simplicity,  the  tabic  tahes  into  account 
only  those  eligibles  who  were  successful  with  their  original  group  of  applicants. 
The  4  that  came  out  on  later  lists  have  been  omitted  since  their  inclusion  would 
entail  much  worh  and  result  in  only  very  minor  changes  in  the  statistics. 

Line  3,  "Qualified  for  Written",  is  not,  as  ususal,  equal  to  "Total  Number 
of  Applicants"  minus  "Rejects  Before  the  Exam"  (line  1  -  line  2)  because  some 
of  the  classes  included  in  the  summation  did  not  require  a  written  exam. 

The  data  for  the  oral  exams  contains  classes  that  required  a  written  test 
and  an  oral  appraisal  and  those  that  required  only  the  oral.   There  v;ere  10 
classes  that  required  a  written  and  an  oral,  1  class  that  required  only  a  written, 
4  that  required  only  an  oral  and  1  class  that  required  neither. 

Line  12  ("Miscellaneous")  lists  to  those  candidates  who  were  rejected  for 
any  other  reason  besides  those  already  listed,  for  example  8  'J_   failed  the 
athletic  for  policemaii  and  are  included  here. 


W 

B 

0 

S 

F 

OTII 

AI 

UNK 

Rejection 

Before  Exam 

9.42 

19.35 

10.53 

15.07 

11.53 

15.63 

25.00 

16.34 

No  Response 
Written 

39.26 

30.65 

30.26 

25.13 

17.37 

26.56 

0.00 

73.35 

Fail  Written 

19.77 

30.35 

33.16 

41.21 

54.05 

34.33 

25.00 

7.C4 

Deep  Freeze 

3.67 

0.20 

1.32 

0.00 

0.00 

4.69 

25.00 

0.00 

No  Response 
Oral 

4.3°; 

4.64 

3.07 

1.51 

3.47 

6.25 

0.00 

1.31 

Fail  Oral 

3.31 

1.21 

3.9r. 

.50 

0.77 

1.56 

25.00 

0.00 

Miscella- 
neous 

1.42 

0.00 

0.44 

1.01 

1.16 

0.00 

0.00 

0.00 

On  List 

(Success 

rate) 

13.  GO 

13.10 

12.20 

15.58 

11.53 

10.94 

0.00 

0.65 

The  table  above  represents  the  percentage  of  each  group's  total  number 
of  applicants  that  were  eliminated  on  a  particular  step  in  the  exam  processes 
except  for  the  last  line  which  is  the  success  rate.   Thus,  it  can  be  seen 
that  almost  40%  of  the  W  group  was  eliminated  by  not  showing  up  for  the 
written  test  and,  in  spite  of  this  handicap,  the  W  group  still  had  the 
highest  success  rate.   Other  obvious  results  are  (l)  failure  on  the  written 
test  is  for  more  common  among  minority  groups  than  the  W  group,  (2)  oral 
exams  seem  to  be  some  somewhat  harder  on  the  £  group  than  on  the  other 
minorities,  and  (3)  B_  applicants  suffer  the  greatest  number  of  rejections 
before  the  exam  (rejected  on  qualifications)  but  the  3_  and  OTII  groups  are 
also  considerably  affected. 
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Unfortunately,  the  very  small  number  of  AI_  candidates  makes  it  impossible 
to  draw  any  conclusions  about  that  ethnic  group's  typical  performance  on  CSC 
exams. 

The  high  reject  rate  for  the  unidentified  or  unknown  group  is  to  be  expected 
since  the  farther  a  candidate  progressed  in  the  exam  process,  the  more  likely  he 
was  to  be  identified.   It  can  be  assumed  that  most  of  the  Unknowns  are  either  W 
or  B_  since  all  those  who  could  be  identified  by  surname  were  so  identified.   It 
can  further  be  assumed  that  the  majority  of  these  unknowns  were  U  for  those  classes 
where  W  applicants  were  the  vast  majority.  These  considerations  should  be  taken 
into  account  when  attempting  to  draw  any  conclusions  from  the  data. 

Under  "rejection  before  the  exam",  it  should  be  noted  that  the  following 
percentages  were  due  to  rejection  on  a  performance  test,  (the  typing  test): 

]£  of  9.42%  rejections,  3.39%  was  due  to  the  typing  test 

B  of  19.357=  rejections,  6.857,  was  due  to  the  typing  test 

0  of  10.53%  rejections,  4.397,  was  due  to  the  typing  test 

S  of  15.077o  rejections,  7.047.  was  due  to  the  typing  test 

F_  of  11.587.  rejections,  2.327o  was  due  to  the  typing  test 

OTH  of  15.63%  rejections,  0.007.  was  due  to  the  typing  test 

AI  of  25.007.  rejections,  0.007,  was  due  to  the  typing  test 

UNK  of  16.347,  rejections,  3.277,  was  due  to  the  typing  tect 

The  differences  in  these  percentages  between  column  I  and  column  II  then 
reflect  the  rejections  on  education,  experience,  residency  and  other  non-preference 
requirements. 

As  has  been  said,  the  data  dealing  with  the  oral  exams  includes  both  classes 
which  require  a  written  and  an  oral  only. 

Since  a  great  number  of  minority  applicants  were  eliminated  by  the  written, 
the  data  is  overweighted  with  White  applicants  qualified  for  the  oral.   The 
following  is  the  breakdown  of  those  candidates  who  were  qualified  for  the  oral  in 
one  of  the  four  classes  which  require  only  an  oral  exam  (5202  Jr.  Civil  Engineer, 
2312  LVN,  2302  Orderly  and  2424  X-ray  Lab  Aide) 


Qualified 
for  Oral 

W 

46 

B 

47 

0 
12 

S 
14 

F 
9 

OTH 
10 

AI 

0 

UNK 
1 

No  Response 
Oral 

14 

12 

3 

1 

3 

4 

0 

1 

Participated 
in  Oral 

32 

35 

9 

13 

r 
O 

6 

0 

0 

Failed 
Oral 

0 

1 

1 

0 

0 

0 

0 

0 

The  no  response  rates  were  W  -  14  or  30.43%,  B_  -  12_  or  25.53%,  0  -  3  or  25.00%, 

46  47  12 

S_  -_1  or  7.14%,  OTH  -_4  or  40%  and  UNK  -  1_  or  100.00%.   The  failure  rate  was 
14  10  1 

2.36%  for  the  B_  group  and  11.11%  for  the  £  group.   Several  things  are  evident  from 

data.   First  of  all,  these  classes  are  mostly  institutional  types  and  as  such  have 

high  minority  turn  outs.   The  non-institution  class  (Jr.  Civil  Engineer)  also  has 
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a  large  number  of  minority  applicants.   Secondly,  it  is  apparent  that  most  of 
the  screening  is  done  administratively  (rejections  on  qualifications);  the  oral 
is  almost  a  formality  since  it  rejects  so  few  candidates.   Thirdly,  of  the 
162  minority  eligibles  screened  in  by  the  16  classifications,  the  "oral-only" 
classes  which  account  for  only  k   of  those  16  classes  were  responsible  for 
69  or  about  43%  of  the  eligibles  on  the  lists. 

Obviously,  it  is  a  combination  of  restructured  minimum  requirements  and 
oral  exams  which  presents  the  best  opportunity  for  the  minority  applicant. 

So  far  only  the  percentage  of  the  whole  minority  group  population  Eliminated 
by  a  certain  screening  device  has  been  explored.   The  table  below  given;  the 
percentages  of  the  candidates  who  actually  Participated  and  were  eliminated. 

The  written  exams  eliminated: 

40.50%  of  the  U  who  participated 

76.12%  of  the  B_  who  participated 

71.317.  of  the  0_  who  participated 

72.577.  of  the  3_  who  participated 

82.847.  of  the  F_  who  prrticipated 

81.487.  of  the  OTH  who  participated 

33.337.  of  the  Al_  who  participated 

35.717  of  the  UNIC  who  participated 

The  oral  exams  eliminated: 
17.457  of  the  W  who  participated 

0.577,  of  the  J3_  who  participated 
25.007  of  the  0  who  participated 

4.35%  of  the  S_  who  participated 

6.907.  of  the  _F  who  participated 
12.507  of  the  OTTI  who  participated 
100.007,  of  the  AI_  who  participated 

0.007  of  the  UNK  who  participated 

These  tables  give  a  more  accurate  picture  of  the  minorities'  problems 
with  these  devices.   The  written  test  is  by  far  the  worst  hurdle  for  the 
minority  applicant  to  negotiate.   The  minority  applicants  failed  at  bout 
double  the  rate  of  the  TJ^   group. 

The  table  on  oral  exams  (including  those  classes  that  also  required 
written  tests)  shows  that  most  of  the  minorities  fared  better  than  the  W  group, 
but  the  0^  group  had  the  highest  rejection  rate  (not  counting  AJ_  which  consisted 
of  only  one  candidate) 

The  change  in  the  proportions  of  each  ethnic  group  from  line  1  ("Total 
number  of  applicants")  to  line  13  ("Pass  oral:  on  list")  were* 
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Line  1 

(%) 

Line  13 

C%) 

(Pc 

Ch 

rce 

+ 

ange 

ntage  Points) 

w 

64.39 

74.43 

10.09 

B 

12.59 

10.25 

- 

2. 34 

0 

5.79 

4.42 

- 

1.37 

_S 

5.05 

4.89 

- 

.16 

V 

6.57 

4.73 

- 

1.C4 

OTH 

1.62 

1.10 

- 

.52 

AI 

.10 

0.00 

- 

.10 

UNK 

O   no 

0.16 

_ 

O   "70 

As  can  be  seen,  the  differences  for  the  individual  classes  have  averaged 
out  somewhat  in  the  summation.   The  U  group  has  still  grown  while  the  others  have 
shrunk,  but  the  overall  expansion  is  not  as  great  as  it  seemed  to  be  for  several 
classifications. 

This  gives  a  somewhat  distorted  view  of  the  picture  however.   The  minority 
eligibles  are  almost  completely  confined  Lo  certain  classes.   Of  55  !5  on  the  various 
lists,  49  are  contained  in  only  4  classes,  X-ray  Lab  Aide,  Licensed  Vocational  Nurse, 
Gardener  and  Automotive  Serviceman.  These  classifications  arc  limited  in  promo- 
tional opportunities  and  in  some  cases,  pay.   There  were  no  B_  on  lists  Cor  the 
management  area,  Police,  or  professional  level  jobs. 

Filipinos  were  better  represented,  with  13  eligibles  in  professional  level 
lists  -  11  of  these  on  the  accountant  list.   There  was  a  total  of  30  F_  on  the 
lists. 

Of  the  31  S_  who  were  successful,  23  were  on  the  painter,  automotive 
serviceman  and  gardener  lists.   This  group,  like  the  P_  group,  seems  to  be  con- 
centrated in  certain  areas.  There  were  no  3_  eligibles  on  the  management, 
accounting  or  other  professional  level  job  lists  with  the  exception  of  2  S 
on  the  Registered  Nurse  list. 

OTH  was  almost  completely  confined  to  one  list  ^rith  6  of  its  7  eligibles 
on  the  Junior  Civil  Engineer  list. 

The  0_  group  seems  to  have  spread  more  evenly  throughout  the  16  classes, 
although  the  management  scries  contains  no  Orientals  on  the  list. 


#  of  eligibles 
Offered  a  Permanent 
Job 


w 

123 

B 

45 

0_ 

15 

2 

o 

F 

O 

OTH 

3 

AI 

0 

UNK 

0 

,r       who 

Accepted 

v  of  Eligibles 
Offered  a  tempo- 
r  ary  i  ob 

#  who 
Accepted 

86 

70 

33 

36 

4 

0 

12 

1 

1 

4 

4 

1 

9 

9 

3 

1 

1 

0 

0 

0 

0 

0 

0 

0 

The  above  tables  show  the  employment  resulting  from  the  establishment  of 
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13  lists.   The  3  management  classifications  are  not  included  because  no  appoint- 
ments had  been  made  at  the  time  this  information  was  gathered. 
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V.  COMPLAINTS 

While  a  section  on  complaints  may  not  appear,  at  first  glance,  to  fall  within 
the  scope  of  a  study  on  racial  failure  patterns  in  the  City  employment  procedure, 
it  is,  nonetheless,  a  valid  and  enlightening  appendix  to  CSC's  operation  and  public 
image. 

If  there  are  any  racial  patterns  to  the  various  areas  of  complaint  and 
comment,  they  may  help  to  point  out  underlying  factors  which,  while  not  discri- 
minatory in  intent,  are  discriminatory  in  effect. 

This  section  is  composed  not  only  of  complaints  on  the  particular  exam 
process  of  the  class  the  applicant  applied  for,  but  also  on  comments  and  obser- 
vations on  CSC  in  general,  certain  departments  and  certain  other  classifications. 
These  data  have  been  listed  according  to  the  class  the  commenter  applied  for,  and 
are  further  broken  down  according  to  race. 

A.  Q-2  Policeman 

one   W  -  was  not  rescheduled  for  the  oral,  although  he  claims  others  were 

one   W  -  was  not  notified  of  the  exam 

one   W  -  felt  the  exam  process  took  too  long 

three  W  -  complained  they  were  not  told  their  scores  on  the  written,  only 

that  they  failed 
one   W_  -  told  at  one  exam,  he  passed,  then,  when  ho  arrived  to  take  the 

athletic  at  the  next  exam,  he  was  told  he  had  failed 
one   W_  -  did  not  receive  early  enough  notification  of  the  exam 
one   B  -  claimed  his  application  war,  rejected,  because  CSC  said  he  had 

failed  the  oral  for  an  earlier  Policeman  exam,  he  said  he  never 

took  an  oral 
two  U  and  one  3_  -  thought  the  written  test  did  not  measure  police  aptitude 
one  V[  -  thought  the  test  was  too  hard. 

one  W  -  thought  the  l~est  was  too  easy,  but  the  vision  test  was  inadequate 
one  W  -  felt  the  athletic  test  was  useless 
one  T_7  -  felt  the  residency  requirement  was  unfair 
one  U  -  felt  the  color  vision  requirement  was  unfair 
one  !£  -  felt  the  SFPD  was  not  a  police  agency  he  wanted  to  work  for 
one  F_  -  "No  Faith  in  CSC",  "Those  who  work  for  the  City  insensitive, 

incompetent." 
one  W  -  said  "no  irregularities  in  the  exam  process." 

The  number  of  complainants  in  this  class  was  moderate  considering  the  number 
of  applicants.  The  majority  were  concerned  with  technicalities  of  CSC  functioning 
and  the  validity  of  various  screening  devices. 

B.  3274  Police  Cadet 

One  W  -  felt  that  the  residency  requirement  should  be  waived  for  candidates 
majoring  in  law  enforcement. 
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C  1424  Clerk  Typls.t 

Nine  applicants  (all  U)  pointed  out  that  the  conditions  for  the  typing 
test  were  very  poor.   Some  of  the  specific  complaints  were: 

two  said  -  "machine  Mid  not  work  properly",  but  it  was  left  in  use 

two  said  -  "too  much  noise  and  confusion" 

one  said  that  "the  buzzer  signalling  the  end  of  the  test  sounded  exactly  like 

the  door  buzzer,"  so  when  someone  was  let  into  office  she  stopped 
typing.   In  addition,  the  buzzer  that  signals  the  end  of  the  test 
is  loud  enough  to  startle  applicants  taking  the  tes"  on  other 
machines. 

An  applicant  also  said  that  the  testing  area  is  so  small  and  crowded  that  someone 
knocked  the  typing  test  off  her  desk  while  she  was  working  on  it. 

Four  said  they  were  not  familiar  with  the  kind  of  typewriters  used  in  the  test. 

Two  said  the  rush  and  tension  of  the  testing  area  were  contributing  factors  to 
their  failure. 

Two  (one  U  and  one  B_)  felt  that  CSC  was  discriminatory  but  did  not  offer  reasons 
or  Instances. 

One  W  -  said  CSC  took  too  much  time  in  the  exam  process. 

One  B  -  stated  that  it  was  the  general  belief  of  her  community  that  the  Police, 
Fire  and  departments  located  in  City  Hall  were  discriminatory. 

One  0  -  said  that  since  she  was  an  LT  1424  an'  her  job  required  little  typing, 
she  couldn't  understand  why  she  had  to  pass  a  typing  test. 

One  F  -  replied  to  the  study's  questionnaire  about  1424  Cleric  Typist  to  complain 
about  alleged  preferential  treatment  of  Whites  in  the  Bureau  of  Engi- 
neering, DPT  J. 

The  conditions  which  existed,  and  which  still  do  exist  for  the  typing  test 
must  be  changed.   Granted,  the  lack  of  space  available  for  CSC  _is  a  problem, 
but  there  must  be  a  better  pl?ce  to  hold  the  test  than  in  a  crowded  corner  of 
the  busiest  and  noisiest  office  in  City  Hall. 

D.  1650  Accountant 

two  F  -  said  they  were  not  notified  that  their  applications  were  incomplete. 

two  '.J  -  said  CSC  takes  too  long 
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one  W  -  felt  he  couldn't  pass  the  City's  written  test 

one  W  -  felt  his  10  years  of  experience  and  CPA  certificate  should'have 
been  sufficient  without  the  necessity  of  an  exam. 

one  W  -  felt  his  10  years  of  experience  and  CPA  certificate  should  have 
been  sufficient  without  the  necessity  of  an  exam. 

one  _0  said  -  "very  inefficient"  received  no  answer  to  inquiries  about  the 
status  of  her  application.   Also,  CSC  lent  two  copies  of  her 
transcript.   The  exam  was  given  month-,  after  she  applied. 
"A  whole  new  system  shoulc1  be  set  \:nv 

one  F  said  -  "The  Civil  Service  examination  was  conducted  aff iciently«" 


E.  The  Ilanagement  Scrie- 


Forty-one  TJ_   and  4  B_  all  indicated  that  CSC  tool:  too  long 

twelve  U,  one  OTII  and  one  F_  -  were  not  notified  of  the  exam 

five  VI  and  one  B_  -  thought  the  test  scores  should  have  ben  published  more 

quickly 

four  U  -  felt  the  exam  was  fair 

three  B-and  four  W  -  felt  the  test  was  not  a  good  indicator  of  management 

abilities 

six  W_  and  IB-  felt  CSC  was  very  poor  in  its  functions,  but  did  not  give 
specifics 

one  Al ,.-  complained  about  the  scoring  procedure  and  the  fact  that  no  one 
at  CSC  knew  what  his  score  was 

three  U  -  said  test  delayed  for  months  then  when  it  was  held,  they  were 
given  only  a  few  days'  notice 

four  W  -  faulted  CSC  for  taking  so  many  applications  when  there  were 
so  few  positions  available 

two  U  -  said  CSC  should  keep  applicants  posted  of  what  is  happening 

one  U  and  B_  -  claimed   they  were  discriminated  against  for  T.T  appoint- 
ments previously 

one  0_  -  claimed  Orientals  were  discriminated  against  in  oral  exams 
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one  S_  -  felt  STr.nl sh-surnamed  individual's  -.'are  discriminated  again'!!: 
in  certain  departments 

one  W  -  fell  that  Limited  Tenure  appointments  were  unjust  because  the 
appointees  have  few  benefits 

one  W  -  felt  that  the  Department  of  Social  Services  mistreated  her 

and  other  employees  who  were  certified  temporary  2910  Social 
Workers  and  were  forced  to  accept  7903  Eligibility  Worker  posi- 
tions at  $140 /month  less  or  be  laid  off. 

one  W  -  felt  that  if  the  City  allows  those  who  live  far  from  the  City 
to  apply,  they  should  not  have  to  come  to  San  Francisco  for 
the  test.   He  explained  that  it's  too  hard  to  drive  120  miles 
to  the  City  and  be  ready  for  an  S:30  A. 11.  exam 

one  W  -  felt  there  was  discrimination  against  women  for  upper-level  jobs. 

F.  2302  Orderly 

one  W  -  didn't  feel  the  experience  requirement  was  justified 

one  W  -  claimed  he  was  turned  down  because  he  didn't  meet  the  qualifi- 
cations although  he  was  qualified  (actually,  he  was  not  notified 
that  his  application  was  incomplete) 

G.  2312  Licensed  Vocational  Nurse 

one  B  -  said  CSC  lost  her  application 

one  W  -  felt  that  in  view  of  her  unsuccessful  attempts  to  gain  employment 
with  the  City,  you  have  to  have  an  "in"  to  get  a  job 

one  B  -  failed  oral  because  of  a  disagreement  with  the  oral  board  on 
a  professional  concept. 

one  B  -  wouldn't  work  for  the  City  because  she  heard  bad  rumors  about 
the  CSC. 

H.  2424  X-Tlay  Lab  Aide 

two  ]l   -  CSC  takes  too  long 

one  W  -  lacked  two  weeks  of  experience  requirement  -  felt  the  rejection 
was  arbitrary  and  unjust. 

one  u  _  was  not  notified  of  the  exam 

one  b  -  said  she  had  been  treated  fairly. 


123  - 


I.  2320  Registered  Nurse 

one  S_  -   said  CSC  very  confusing,  there's  no  one  who  seems  to  be  able  to 
tell  you  what  must  be  done,  can  be  done,  or  is  being  done. 

J.  5202  Jr.  Civil  Engineer 

one  U  -  too  much  emphasis  on  experience  in  the  oral  when  there  is  no 
experience  required  for  the  position 

one  OTH  -  was  talked  out  of  applying  by  CSC  staff 

K.  3416  Gardener 

one  W  -  felt  the  test  should  be  on  gardening  only 

one  B_  -  claimed  some  had  answers  to  the  test  before  it  was  given,  but 
also  claimed  the  oral  should  be  "pass-fail". 

three  W  -  felt  that  the  different  oral  boards  for  the  deep  freeze  group 

and  the  regular  group  used  different  standards  in  their  ratings 

one  W  -  was  not  notified  of  the  oral 

one  W  -   says  oral  should  be  "pass-fail" 

one  W  -  felt  those  from  "culturally-deprived  environments"  could  not  do 
well  on  written  exams 

four  VJ  -  said  the  exam  was  fair 

one  W  -   felt  bonus  points  should  be  given  to  all  who  served  in  Armed 
Forces,  not  just  those  who  served  during  war  time 

two  W  -  felt  that  since  the  duties  of  Ass't  Gardener  and  Gardener  were 
the  same,  there  was  no  need  of  a  test;  promotions  should  be 
automatic  after  a  certain  amount  of  experience  in  the  lower 
class 

one  B_  -   said  the  Recreation  and  Park  Department  was  fair  in  its  operation 

one  F_  -  said  the  Department  of  Public  Works  had  treated  him  very  fairly 

one  B_  -   felt  that  there  was  much  dissention  in  his  department  (unnamed) 
because  of  "political  appointees" 

b.  7410  Automotive  Serviceman 

one  B_  -  felt  it  was  too  hard  for  a  Black  man  to  get  into  the  trade 
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two  B_  -   felt  CSC  didn't  want  them  because  of  race 

one  _F  -   felt  even  though  he  was  on  the  list  he  wouldn't  get  a  job 

one  B.  -   said  "unfair"  but  didn't  explain  how 

one  W  -  said  CSC  would  discriminate  against  him  because  he  was  White, 
"minorities  will  get  the  jobs  just  to  keep  them  quiet." 

one  S_  -   felt  the  test  was  not  for  serviceman  but  mechanic 

tw >  B.  -   felt  the  test  was  not  for  serviceman  but  mechanic 

one  U  -   test  ashed  about  some  obsolete  tools.   Should  qualify 
applicants  on  experience 

two  B_  -  felt  they  couldn't  pass  CSC  tests 

one  S_  -  took  too  long 

one  _0  -   said  he's  experienced,  can  do  job,  but  couldn't  pass  Lhe  test 

one  C_  -   couldn'  L  pass  test  because  of  language  problem,'  his  supervisor 
statcd  he  had  been  an  LT  7410  for  3  years  and  was  an  excellent 

employee 

one  S_  -   felt  that  temporary  City  employees  should  be  given  special 
preference  on  the  exams 

one  W  -  too  much  reliance  on  experience  for  such  a  low  level  job 

one  C_  -  test  booklet  badly  printed,  hard  to  read 

one  W  -  not  notified  of  exam 

one  3_  -  not  notified  of  exam 

three  n.  -  not  notified  of  exam 

one  F  -  was  told  he  passed  exam,  then  told  two  .-eeks  later  he  failed 

one  D  -  was  told  he  failed,  but  feels  he  passed 

two  r>l  -  exam  fair 

one  B_  -  department  treats  him  well 
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M.  7346  Painter 

two  W  -  test  obsolete,  much  of  what  was  on  the  test  are  not  painter's 
duties 

one  0_  -  test  did  not  relate  to  painter's  duties 

one  S_  -  test  not  indicative  of  painter's  duties 

one  W  -  test  too  hard 

one  U  -  did  not  understand  questions  that  weren't  on  painting 

one  W  -  test  not  good  indicator  of  who  is  the  best  worker 

two  W  -  had  language  problem 

one  S_  -  advised  by  CSC  staff  not  to  take  the  test  because  of  his 
language  problem 

one  S_  -  22  years'  experience  -  he  couldn't  pass  test  "What  are  they 
(CSC)  looking  for?" 

one  W  -   20  years'  experience  -  "never  came  up  against  half  the 
questions  on  the  test"  "507a  of  test  stupid" 

one  S_  -  passed  the  State  painter's  exam  and  has  Painting  Contractor 
License  -  said  CSC  doesn't  want  him  because  he's  Spanish 

one  U  -   25  years'  experience  -  feels  something  funny  about  a  painting 
test  he  couldn't  pass 

one  W  -   20  years'  experience,  but  has  language  problem 

one  W  -  passed  the  test  for  Painting  Contractor's  License,  but 
failed  CSC's  test 

one  W  -  "been  painting  for  years  but  can't  read  well" 

one  S_  -  says  he's  a  painter  not  a  school  boy 

one  U  -  "I'm  a  painter,  not  an  intellectual." 

one  17  -   said  he  was  an  experienced  painter,  but  never  heard  of  some 
of  the  problems  the  test  asked 
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two  B_  -  felt  their  race  was  a  factor  in  their  failure 

one  W  -  was  not  notified 

one  _S  -  was  not  notified 

one  S_  -  felt  the  test  was  fair 

one  W  -   felt  that  it  was  unjust  for  CSC  to  reject  him  because  his 
experience  was  not  in  the  past  six  years. 

Note:   Recent  experience  is  usually  required  where  the  techniques  of  a  certain 
type  wor!;  change  frequently.   Some  recency  is  required  to  insure  that 
the  candidates  possess  the  latest  knowledge;  then  the  inclusion  of 
obsolete  material  on  the  test  is  doubly  unfair. 


N. 


2903  Elir.ibJ.lilr/  Worker 


There  were  9  complaints  made  against  the  Department  of  Social  Services. 
An  example  is  the  woman  who  was  hired  as  a  LT  2912  Senior  Social  Worker  and 
promised  by  the  Department  that  the  exam  would  be  given  soon  so  she  could 
become  permanent.   Not  only  was  the  exam  never  given,  but  the  woman  was  later 
forced  to  accept  a  appointment  as  a  2903  Eligibility  Worker  or  be  laid  off 
completely.   Although  the  duties  she  performed  were  exactly  the  same,  she  had 
to  take  a  huge  cut  in  pay  by  accepting  the  appointment.   It  is  her  opinion  and 
the  opinion  of  others  similarly  treated  that  the  Department  of  Social  Services 
purposely  set  out  to  recruit  a  number  of  experienced  employees  and  placed  them 
in  a  position  where  they  would  have  no  rights  and  could  lie  coerced  into 
lower-paying  jobs.   Other  complaints  were  similar  such  as  the  B_  employee  hired 
under  a  special  program  who  was  arbitrarily  switched  from  an  LT  appointment  to 
an  NC3  appointment.   She  was  laid  off  afLer  the  90  day  period  allowed  for  such 
appointments.   When  the  Department  was  confronted  by  thin,  they  tried  to  shift 
the  blame  to  CSC  saying  it  was  the  Civil  Service  Commission^  rule  that  said 
she  must  be  laid  off,  not  the  Department's  rule. 

Other  complaints  were: 
thirteen  W  -   takes  too  long 
one      0_  -   takes  too  long 

one      W  -   complained  that  although  he  was  an  LT  employee,  he  was 
rejected  because  he  wasn't  a  San  Francisco  resident 


one 


0      -      felt  there  was   discrimination   toward  Chinese 


ono 


"CSC  treats  you  like  meat". 


one  .i 


faulted  the  City  on  the  experience  requirements,  since  many 
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of  the  jobs  really  require  no  experience. 

In  addition,  many  applicants  said  that  the  reason  they  answered  the 
questionnaire  the  study  sent  out  was  that  it  was  the  first  indication  they 
had  since  filing  their  applications  six  months  before  that  anyone  in  the  City 
Service  knew  they  existed. 

0.  Pvemarks 

Perhaps  the  most  dangerous  of  all  the  comments  and  complaints  are  those  in 
which  minority  and  some  White  applicants  state  that  CSC  is  unfair  or  prejudiced 
or  discriminatory  without  offering  an  example  or  the  reason  for  the  belief. 
Complaints  which  have  a  specific  basis  can  be  resolved.   Those  which  are  based 
upon  long  term  hostility  and  mutual  misunderstanding  and  arc  not  due  to  a 
particular  cause  are  very  hard  to  deal  with  effectively.  CSC  should  take  care 
not  to  increase  the  already  prevalent  distrust  and  animosity  toward  itself. 
This  can  be  done  by  taking  steps  to  combat  the  basic  cause  of  contention  which 
is  insensitivity  to  the  needs  of  individual  applicants. 

The  complainants  report  a  number  of  technical  errors  in  the  mechanics 
of  CSC  functioning;  these  are  easier  to  remedy  than  the  general  hostility 
mentioned  above.   Streamlining  and  speeding  the  exam  would  go  a  long  way  toward 
eliminating  staff  errors. 

Changes  in  the  policies  of  CSC  at  higher  levels  are  required  to  make  other 
beneficial  changes.   The  validity  of  each  requirement  for  employment  should  be 
analyzed  in  terms  of  not  only  the  actual  duties  of  the  position,  but  also  the 
responsibility  of  CSC  to  provide  equal  opportunity.   An  unnecessarily  high 
education  or  experience  requirement  works  against  a  higher  percentage  of 
minority  applicants  than  White  applicants.  Written  exams  are  currently 
popular  among  the  upper  echelons  of  CSC;  however,  even  though  the  validity 
of  tests  whose  answers  have  become  public  domain  has  been  questioned,  these 
exams  are  still  given.  The  Gardener's  exam  is  a  good  example  of  what  this 
can  lead  to. 

The  Painter  exam  points  out  another  problem:   CSC  cannot  be  sure  that 
its  written  tests  accurately  measure  the  knowledge  and  aptitude  required  for 
the  job. 

These  complaints  and  others  are  fairly  representative  of  the  feeling 
that  many  have  for  the  CSC.   Although  much  of  what  CSC  is  blamed  for  is 
really  not  its  fault,  Civil  Service  has  committed  enough  visible  errors  to  give 
itself  the  image  of  a  "villain"  in  many  persons'  eyes. 


VI.  RESULTS  /  CONCLUSIONS  ' 

The  purpose  of  the  study  was  to  pinpoint  any  portions  of  the  exaniinaLion 
process  or  any  CSC  procedures  which  eliminate  a  disproportionate  number  of 
applicants  from  the  various  minority  groups.   If  such  racial  differences  are 
found,  recent  U.  S.  Supreme  Court  decisions  would  require  that  CSC  justify 
the  difference  in  rejection  rates  by  supplying  evidence  that  the  devices  in 
question  measured  true  differences  in  ability  tr>  do  the  job.   It  is  no  longer 
acceptable  to  devise  instruments  and  set  requirements  whose  main  function  is  to 
"screen  out"  a  certain  member  of  applicants.   It  is  now  legally  required  that 
these  tests  and  requirements  be  directly  job-related,  that  is,  designed  to 
"screen-in"  those  who  can  best  perform  the  duties  of  the  position.   Minimum 
requirements  must  actually  _be  the  minimum  experience,  education,  etc.  that 
is  necessary  to  perform  successfully  in  the  job.   Tests  must  be  designed  to 
predict,  with  some  degree  of  accuracy,  future  performance  on  the  job. 

A.    Several  portions  of  the  CSC  exam  process  have  shown  themselves  to  be  more 
damaging  to  minority  applicants  than  to  non-minority  applicants.   The  rno^t 
obvious  case  is  that  of  the  written  exam.   The  overall  rejection  rate  showed 
that,  while  only  40%  of  the  W  participants  failed,  the  rejection  rates  for 
the  various  minority  groups  were  about.  70  -  80%.   (The  exception  of  a  failure 
rate  of  33.33%  for  the  American  Indian  group  was  based  on  too  small  a  sample 
to  be  considered  significant.)   Since  the  size  of  the  sample  of  all  participants 
in  the  written  was  over  3,000,  the  disparity  between  the  performance  of  the 
minorities  in  general  and  Whites  in  general  cannot  be  argued  away  on  the  basis 
of  statistical  error. 

Some  specific  classes  showed  even  greater  disparity  than  the  average, 
which  merely  indicates  that  some  tests  were  more  biased  than  others,  unless 
one  wishes  to  try  to  defend  the  hypothesis  that,  by  chance,  the  group  of  W 
applicants  was  much  more  qualified  or  intelligent  than  the  minority  group 
applicants. 

The  written  tests  used  for  screening  Q2  Policeman  and  0274  Police  Cadet 
applicants  appeared  to  discriminate  very  well  between  the  races.  Statistics 
on  three  exams  given  in  late  1969  and  early  1970  indicates  this: 

Passed  Tool:  Test  for  3274  Passed 

105                32  16 

1                3  0 

1                3  0 

5               1  0 

A.  0  1  0 

-•■Old  CSC  records  include  Filipinos  among  the  0  candidates. 

These  statistics  were  typical  of  the  racial  failure  patterns  for  these  classes. 
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Took  Test  for  Q2 

u 

335 

B 

66 

0 

1 

n 

23 

Other  classes  where  the  failure  rate  of  particular  minority  groups  was 
exceptionally  high  compared  to  that  of  the  W  applicants  were: 

1.  1424  Clerk  Typist      -     B_  and  S_  groups  had  failure  rates  at  ahout  707„, 

while  the  W  failure  rate  was  only  207= 

2.  1840  Jr.  Management  Ass't  -  The  failure  rates  of  the  various  minority 

groups  was  25.50%  higher  than  that  at  the  W. 


1R42  Management  Ass't 


The  minority  failure  rates  were  15.30"  higher 


4.   2903  Eligibility  Worker 


White  failure  rate  was  15.48",  £  -  76.81%,  0-39 
0  -  39.297,,  S_  -  73.917,  and  F  -  79.317, 


5.   Paint er 


The  minority  failure  rates  were  about  30 
607,  higher  than  the  White  failure  rate. 


Of  the  11  classes  for  which  a  written  test  was  required,  only  a  lev? 
exceptions  to  this  pattern  were  evident; 

1.  The  0_  group  had  the  lowest  failure  rate  for  the  1424  test  and  was 
slightly  less  than  the  W  group  for  Accountant. 

2.  The  0_  group  had  the  lowest  rejection  rate  of  the  various  minority  groups 
for  2903  E.W.,  but  was  still  out  -  performed  by  the  W  group  (W  -  15.4""',, 

0_  -  39.297,).  Although  the  0_  group  seemed  to  be  able  to  conpete  on  an  even 
basis  with  the  W  group  in  some  cases,  all  of  the  63  Orientalj  who  tool:  the  test 
for*  various  levels  of  the  Management  Scries  were  screened  out  (63  Failed  and  3 
on  the  deep  freeze). 

3.  Gardener  -  the  differences  in  performance  on  the  exam  were  very  few  low 
because  so  few  failed  the  test.   Still,  the  W  group  had  the  lowest  rate  of 
rejection. 

4.  7410  Automotive  Serviceman  -  the  performance  of  all  groups  was  closest  on 
this  test  (not  counting  the. -Gardener  exam)  W  -  45.457.,  B  -  6". 007,.  £  -  60.007*, 
S_  -  52.547,  -  F  -  70.59%. 

Not  only  does  the  written  exam  affect  the  minor  it/  applicants  by  eli- 
minating them  entirely,  but  often  the  scores  the  successful  minorities  receive 
on  the  test  are  so  low,  though  above  the  passing  mark,  that  they  stand  little  or 
no  chance  of  being  offered  a  position.   The  Eligibility  Worker  list  established 
as  a  result  of  the  examination  the  study  analyzer'  is  c.   good  example  of  this. 

The  oral  exams  seemed  to  be  much  more  equitable  than  the  written  exams, 
but  there  were  still  some  unfavorable  aspects,  especially  for  the  0_  applicants 
who  had  the  highest  failure  rate  (25.007,).   This  figure  included  both  the 
examination  processes  which  required  oral  and  written  exams  and  those  that 
required  an  oral  exam  only.   The  results  for  the  four  classes  that  were 
"oral  only"  were  one  ~>   failure  out  of  35  3  pcrticipantr  and  one  0  failure 
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out  of  9  participants. 

Orientals  did  more  poorly  on  those  orals  which  contributed  part  of 
the  final  score  but  not  all  of  it  (Accountant  and  Gardener).   For  the 
institutional  classes,  where  the  oral  score  was  the  only  ranking  device, 
they  performed  better  on  the  average  than  any  other  group  (Orderly,  LVN,  X-ray 
Lab  Aide).   These  arc  the  jobs  where  experience  and  education  seem  to  carry  a 
great  deal  more  weight  with  the  oral  board. 

A  common  denominator  among  the  minority  groups  in  lack  of  language  skills. 
That  many  S_,  _F,  0_  and  other  applicants  to  whom  English  is  a  second  language 
suffer  from  an  inability  to  communicate  fluently  and  clearly  is  undeniable. 
What  has  been  largely  overlooked  is  that  many  B_  also  find  it  hard  to  make 
themselves  understood  to  a  White  middle-class  individual.   The  terms  and  methods 
of  expression  arc  different  and,  in  some  cases,  there  exist  "dialects"  that 
present  a  mutual  "communication  hurdle".   Even  when  the  interviewer  and  the 
applicant  do  understand  each  other,  a  less  verbal  or  less  formal  speech  pattern 
tends  to  pull  the  rating  down.   This  lack  of  middle-class  language  skill  is  also 
the  reason  for  the  poor  performance  on  the  written  test  that  is  characteristic 
of  the  minority  applicants;  however,  experienced  interviewers  can  learn  and  have 
learned  to  make  allowances  for  their  built-in  biases  and  grade  on  other  criteria; 
no  written  test  has  yet  been  devised  that  can  take  its  own  intrinsic  bias  into 
account  and  compensate  for  it. 

Because  the  oral  exam  seemed  less  racially  discriminatory  than  the  written 
exam  according  to  the  findings  of  this  study  and  since  it  is  easier  to  develop 
an  oral  interview  approach  thai  would  take  all  considerations  into  account 
than  it  is  to  design  a  test  which  Ls  "culture-fair",  it  would,  seem  that  a  swing 
away  from  the  use  of  written  exams  and  back  toward  interviews  and  other  screening 
devices  i"  indicated. 

Failure  to  nccL  the  minimum  qualifications  set  for  a  class  also  affected 
the  minority  group  applicants  more  often  than  the  White  applicants,  although 
the  disparity  was  nowhere  near  as  great  as  that  for  the  written  exam.   The 
percentage  of  applicants  (by  ethnic  group)  rejected  before  any  exam  for  not 
meeting  the  minimum  requirements  were: 

W  -   9.42°'-  F    -   11.58% 

B_  -   19.35%  OTh   -   15.637. 

0  -   10.3.r.%  AI    -   25.00% 

S_  -  15.07%  UNK   -   15.34% 

As  can  be  seen,  the  B  applicants  had  the  highest  rate,  over  twice  that 
of  the  W  group.   OTIT  and  _£_  applicants  were  next  with  15.67%  and  15.07%,  res- 
pectively.  The  £  and  F_  groups  were  closer  to  the  W  than  the  others,  however. 
The  AI  group's  fig  re  was  not  statistically  significant  and  early  rejection  is 
an  intrinsic  characteristic  of  the  unknown  group. 

While  some  minimum  requirements  are  necessary,  in  general,  a  number  of  the 
C3C  requirements,  especially  experience  requirements,  are  not  justified  in  terms 
o£  the  actual  duties  c.ml  "It  n.rning  time"  for  the  positions. 
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Although  the  no  response  rates  for  the  W  applicants  were  usually  higher 
than  those  of  the  various  minority  group  applicants,  the  number  of  rejections 
of  minorities  that  this  problem  accounted  for  was  substanti.il.   A  certain 
drop-off  is  reasonable  and  to  be  expected,  but  the  loss  of  up  to  60"  of  the 
qualified  candidates  because  of  non-participation  is  totally  unacceptable. 

The  major  cause  is  the  length  of  time  it  tal-.es  to  get  a  jo^-  with  the 
City.   The  only  persons  who  can  really  afford  to  apply  for  CSC  positions  are 
those  who  are  already  employed.   The  long  wait  is  unfair  to  all  candidates, 
but  is  especially  hard  on  the  poor  and  the  unemployed,  a  large  number  of  whom 
are  minority  group  members. 

Most  of  the  time  delay  is  not  attributable  to  CSC  itself,  but  the  Rules 
and  Charter  which  provide  for  the  protests  which  cause  the  delay.  One  major 
objective  of  CSC  should  be  to  marshal  support  for  the  streamlining  of  these 
impediments. 

The  Youth  Training  Programs  (Fire  Safety  Technician  and   Transportation 
Assistant)  have  thus  far  shown  themselves  to  be  excellent  instruments  for  bring- 
ing more  minorities  into  City  employment  as  well  as  providing  Lraining  and  well- 
paying  jobs  for  the  City*s  less  economically  fortunate  residents.  As  has  been 
mentioned  before,  the  final  success  or  failure  of  these  programs  now  rests  on 
the  ability  of  CSC  to  create  written  tests  which  do  not  eliminate  a  dispropor- 
tionate number  of  minorities.  As  the  data  has  indicated,  this  ability  has  not 
been  demonstrated  in  the  past  to  any  great  degree.   Since  the  new  test  for 
112  Fireman  was  specially  designed  with  this  in  mind  and  since  a  large  number 
of  the  present  3102  -  S104  Conductor/Motormen  arc  minorities  (mostly  B) ,  there 
is  some  hope  that  the  two  programs  will  succeed  in  placing  their  cnrollees  in 
regular  permanent  CSC  jobs. 

This  points  out  one  of  the  main  problems  confronting  the  New  Careers 
section;  many  programs  have  requirements  and  needs  that  conrlict  with  CSC  Pvules 
and  procedures.   For  instance,  some  programs  require  that  all  enrollecs  be 
given  jobs  at  the  end  of  the  training  period.   This,  of  course,  with  CSC 
Rules  which  say  a  candidate  must  pass  some  test  before  he  or  she  can  become 
an  employee. 

It  is  disheartening  to  think  that  some  programs  may  fail  simply  because 
the  enrollees  are  forced  to  submit  to  a  screening  device  which  tends  to  eli- 
minate most  minorities. 

A  weakness  of  the  special  programs  is  that  they  are  generally  very  short 
term  (one  year),  so  that  it  is  impossible  to  use  the  same  system  to  employ 
minorities  in  the  higher  level  and  professional  areas  where  minority  repre- 
sentation is  minimal  at  best. 

In  summary,  i^  should  be  noted  that  although  some  screening  devices  and 
procedures  of  CSC  have  been  found  to  discriminate  between  '..Tiites  and  minorities 
this  disparity  is  not  the  result  of  an  active  and  conscious  desire  on  the  part 
of  Civil  Service  to  eliminate  non-whites  (5202  Jr.  Civil  Engineer  is  an  exception 
and  is  probably  the  only  exception).   It  is,  instead,  an  artifact  of"  indifference 
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and  lack  of  forethought. 

The  problems  of  CSC  which  give  rise  to  the  discrimination  against 
minorities  are  understaffing,  an  antiquated  and  unwieldy  set  of  Rules 
and  the  insensitivity  of  an  organization  which  Lc  over-worked  rind  must 
run  ever  faster  just  to  remain  in  the  same  place. 

The  largest  obstacle  in  devising  a  recruitment  and  examination  process 
which  would  be  less  biased  has  been  the  time  factor.   CSC  has  not  been  able 
to  spare  the  staf^-time  necessary  to  devise  ant:  implement  a  new  system. 

Beyond  this  is  the  problem  of  the  ?vules  and  Charter  which  force  CSC 
into  assuming  an  awkward  stance  on  the  subject  of  special  programs  and 
standards  for  minority  group  recruitment.   Often  C3C  must  subvert  the  spirit 
of  the  Ilules  in  order  to  adhere  to  the  letter  of  these  outmoded  regulations. 

The  insensitivity  applies  to  all  races,  but  since  more  minorities  are 
being  eliminated,  it  takes  on  some  of  the  overtones  of  overt  discrimination. 
It  is  known  to  CSC  that  the  written  tests  _do_  eliminate  a  much  larger  percentage 
of  the  minorities  than  Whites,  yet  these  screening  devices  remain  in  use  because 
they  arc  felt  to  be  necessary,  if  only  to  cut  down  the  number  of  applicants. 
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VII.  DISCUSSION  /  RECOI-3ENDATION 

Job  development  for  minority  Americans  in  the  private  business  sector  bar, 
not  reached  the  levels  hoped  for,  especially  since  the  onset  of  the  recession. 
This  has  therefore  placed  a  greater  responsibility  for  providing  employment 
for  the  minority  people  concentrated  in  the  central  Cities  on  the  public  agency. 
Bennett  Harrison  has  outlined  the  case  for  public  sector  job  development  in  the 
Winter,  1971  issue  of  "New  Generation,"  the  quarterly  of  the  National  Committee 
on  Employment  of  Youth.  Professor  Harrison  says  in  part: 

"  .  .  .  .  one  out  of  every  four  new  jobs  in  the  economy  is  in  the  public 
sector.   The  relative  importance  of  government  employment  is  even  greater  in 
the  nation's  Cities  where  nearby  one  out  of  every  three  workers  is  engaged  in 
the  delivery  of  such  crucial  services  as  education,  health  protection,  recreation, 
waste  disposal,  Police  and  fire  protection*" 

"  .  .  .  .  the  rapidly  expanding  demand  for  public  service  workers  (primarily 
in  state  and  local  government)  constitutes  an  important  opportunity  for  advancement. 
This  is  especially  true  for  the  urban  poor,  whose  residences  are  to  a  great  extent 
still  concentrated  in  the  central  City." 

"There  are  at  least  four  reasons  why  a  public  employment  program  can  be 
expected  to  improve  the  economic  welfare  of  the  disadvantaged,  particularly  those 
living  in  the  nation's  central  cities:  First,  public  sector  jobs  pay  substantially 

higher  wages even  at  the  entry  level than  the  current  earnings  of  the  poor. 

Secondly,  there  are  important  non-wage  benefits  uniquely  associated  with  public 
employment,  including  virtually  automatic  tenure  and  job  stability.   Thirdly, 
there  is  evidence  that  substantial  numbers  of  public  service  jobs  i-equirc  re- 
latively modest  education  and  skills.   Fourth,  the  propensity  of  public  em- 
ployees for  central  city  locations  means  that,  for  the  very  large  numbers  of 
disadvantaged  households  residing  in  the  urban  core,  physical  access  to  public 
Work  places  is  maximal." 

Harrison's  presentation  stresses  the  fact  that  public  agency  employment 
has  many  benefits  for  the  disadvantaged.   This  is  particularly  true  of  the 
advantages  the  San  Francisco  Civil  Service  offers  to  employees.   Tkc  pay  scale 
is  generally  favorable  in  comparison  to  other  agencies  and  the  private  sector. 
There  are  many  fringe  benefits,  including  tenure  and  1  ealth  and  retirement  plans. 
The  skill  required  for  successful  performance  in  many  jobs  in  the  City  employment 
stricture  is  minimal.   Finally,  City  Hall  itself   is  located  on  the  edge  of  the 
Fillmore  District  and  is  not  far  from  the  Mission  District,  both  areas  of  high 
unemployment.  City  agencies  have  facilities  in  other  depressed  areas,  also. 

Another  aspect  of  public  sector  job  development  was  not  directly  stated 
by  the  Harrison  article;  this  is  the  beneficial  effect  such  a  program  has  on 
the  public  agency  and  cities,  themselves. 

As  a  San  Francisco  municipal  agency,  the  CSC  can  help  the  City  by  employing 
the  disadvantaged,  underemployed  and  unemployed  residents  of  the  ghetto.   Because 
of  current  practices,  attitudes  and  procedures,  job  opportunities  do  not  exist  in 
proportionate  numbers  for  these  people  in  the  private  sector.   Public  service 
employment  is  their  best  opportunity  to  obtain  work.   In  material  rewards,  CSC 
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employment  of  the  urban  poor  would  moan  a  lowering  of  public  assistance  costs 
and  an  increase  in  tax  revenue.   Another  return,  less  immediately  evident 
but  much  more  important  to  the  general  welfare  of  •_'  -  City,  is  the  partial 

removal  of  one  of  the  greatest  causes  of  racial  strife economic  disparity. 

CSC   itself  would  also  benefit  directly  from  such  a  program,  in  that  an  almost 
completely  untapped  source  of  new  personnel  would  he  opened  up.   This  Infusion 
of  new  ideas  and  attitudes  could  go  a  long  way  toward  preventing  stagnate  en  and 
complacency  in  the  various  City  organizations. 

Employment  of  minorities  in  the  City  work  force  increased  by  a  very  small 
amount  in  the  year  ending  in  December  of  1970;  however,  most  of  the  minority 
group  members  working  for  the  San  Francisco  Civil  Service  are  in  lower-level-jobs. 
For  instance,  73%  cf  the  Blacks  employed  in  December  of  1970  were  "operators", 
"laborers"  or  in  the  "services".   (The  «e  are  semi-skilled  machine  operators, 
manual  \7orkers,   and  janitors,  porters,  watchmen,  etc.,  respectively). 

'/bile  low-level  employment  is  better  than  no  employment  and  may  often 
pay  well,  it  is  still  imperative  that  the  ethnic  minorities  be  adquatcly  repre- 
sented in  the  upper  levels,  that  is,  management,  supervisory  and  professional 
j  ob  s  . 

The  task  facing  the  CSC  then  is  twofold;  first,  programs  must  be  under- 
taken which  will  correct  the  lack  of  minority  employees  in  responsible,  super- 
visory positions  and  secondly,  the  policies  and  examination  procedures  which 
perpetuate  the  present  imbalance  must  be  revised  or  replaced  by  devices  which 
do  not  select  out  on  the  basis  of  race.   In  other  words,  it  is  necessary  to 
provide  minority  group  members  with  as  wide  a  field  of  employment  options  as 
'/bites  have. 

These  tasks  will  not  be  simple  to  accomplish.   It  will  require  sweeping 
changes  in  basic  structure,  concepts  and  goals,  yet  these  changes  are  necessary 
and  long  overdue.   IlecenL  circumstances,  in  the  form  of  the  Emergency  Employment 
Act  (EEA),  have  given  CSC  the  best  opportunity  it  has  had  to  become  a  viable 
and  efficient  organization.   This  Act  will  provide  400  -  500  new  jobs  in  the 
City  employment  structure.   A  number  of  these  new  positions  (possibly  20  -  30) 
will  be  in  CSC  itself  and  will  provide  the  additional  staffing  that  has  been  so 
obviously  needed. 

CSC  should  set  aside  some  of  the  remaining  jobs  funded  by  the  EEA  for 
a  program  aimed  at  bringing  minorities  into  supervisory  levels.   Thus,  this 
timely  Act  has  supplied  both  the  positions  and  staff  necessary  to  implement 
an  upper-level  minority  recruitment  program.   What  is  still  lacking  and  what 
must  be  supplied  is  an  examination  and  recruitment  system  quickly.   The  infusion 
of  now  staff  into  CSC  will  hardly  be  felt  _if  its  procedures  and  practices  Ho  not 
also  change.   At  present,  a  structural  reorganization  of  the  CSC's  various 
sections  is  being  worked  out;  this  is  the  time  to  press  for  changes  in  the  CSC 
"ules  and  to  insti tutc  new  screening  procedures. 
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Various  mechanisms  and  instruments  for  bringing  minorities  into  the  employ- 
ment levels  and  job- types  in  which  they  are  under_-epresented  are  available  to 
the  CSC.   Two  likely  methods  would  be  through  the  New  Careers  section  and  under 
the  Emergency  Employment  Act.  However,  the  alternative  if  voluntary  programs 
are  not  implemented,  may  be  imposed  by  the  courts;  the  preferential  hiring  of 
minorities  under  an  1366  Fedei'al  lav?  is  required  where  racial  discrimination 
in  employment  (whether  intended  or  not)  has  existed.   This  law  has  already 
been  used  to  place  minorities  in  a  Minnesota  fire  department  and  could  be  applied 
in  San  Francisco  unless  CSC  takes  steps,  with  positive  results,  to  remedy  the 
racial  imbalance  in  some  of  the  municipal  departments  and  job-types. 

The  New  Careers  section's  Fire  Safety  Technician  and  Transportation 
Assistant  Youth  Training  Programs  have,  thus  far,  proven  successful.   Other 
projects,  including  an  attempt  at  training  disadvantaged  youth  for  Counselor, 
Juvenile  Hall  positions,  are  in  the  planning  stage.   The  successful  development 
of  a  workable  program  for  Counselor,  Juvenile  Hall  will  be  important  to  any 
New  Careers-administered  project  to  place  minorities  in  management  and  professional 
positions,  since  the  major  stumbling-block  for  all  these  job-type^  is  the  require- 
ment of  a  B.A.  degree.   The  oncentrated  Employment  Program  will  only  fund  projects 
which  are  short-term  (one  year)  except  for  some  specially-needed  two  year  programs. 
Thus  far,  this  has  tied  New  Career's  hands  where  positions  calling  for  a  four  year 
degree  are  concerned. 

The  proposed  project  for  the  Counselor  position  calls  for  enrolling  students 
with  AA  degrees  (two  year  degrees),  hiring  them  as  Counselor  Aides  while  they  com- 
plete the  two  years  necessary  for  their  BA  degrees  and  then  allowing  them  to  compete 
in  a  promotive  exam  such  as  the  Fire  Safety  Technicians  and  Transportation  Assistants 
will  participate  in.   The  same  procedure  can  be  applied  to  management  and  administra- 
tive entrance-level  positions  and  can  be  modified  for  some  other  professional-level 
jobs.   Because  the  number  of  the  positions  that  this  project  would  aim  at  is  not 
large,  it  would  be  a  rather  small  project  in  terms  of  placement  of  enrollees,  but 
the  benefits  which  would  accrue  to  the  minority  communities  in  having  their  own 
input  into  City  decision  and  policy-making  would  be  an  excellent  long-term  invest- 
ment.  The  best  classes  to  include  in  this  project  would  be  1650  Accountant,  1340 
Junior  Management  Assistant,  1320  Junior  Administrative  Analyst,  and  1230  -  1250 
Personnel  Aide,  Examining  Personnel  Aide. 

Use  of  the  EEA  as  a  method  of  creating  a  more  realistic  racial  composition 
in  the  upper  levels  is  also  handicapped  by  the  time  factor. 

These  jobs  are  funded  for  two  years  only  and  whether  the  funds  will  be  re- 
newed is  unknown.   Still,  a  program  based  on  the  Youth  Training  projects  can  be 
formulated.   Professional-level  jobs  requiring  some  experience  could  be  opened 
to  minority  college  graduates  by  placing  them  in  Aide  positions  drawn  from  the 
jobs  made  available  by  the  EEA  money.  At  the  end  of  the  two-year  program  they 
could  compete  for  the  regular  CSC  position  using  their  Aide  experience  to  meet 
the  qualifications  for  those  classes.   1652  Sr.  Accountant,  1342  Management 
Assistant  and  1322  Administrative  Analyst  would  be  good  choices  for  the  project. 
However,  these  programs  need  not  be  aimed  at  professional  levels  only.   The  same 
technique  can  be  used  for  positions  such  as  1632  Sr.  Account  Clerk,  1404  Clerk 
and  1202  Personnel  Clerk.   Every 
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effort  should  be  made  to  arrange  to  place  as  many  of  the  400  -  500  new 
employees  hired  under  the  EEA  in  regular  CSC  positions  when  the  funding  for 
their  jobs  runs  out. 


The  ultimate  effectiveness  of  these  programs  would  hinge,  of  course, 
on  CSC»s  regular  testing  procedures.   These  procedures  must  be  made  fairer  or 
the  special  programs  will  fail,  just  as  the  regular  entrance  routes  into  certain 
areas  of  CSC  employment  have  failed  to  select-in  minority  people.   Even  minority 
recruitment  in  those  classes  for  which  minority  groups  now  hold  the  majority 
of  positions  would  improve  from  a  revision  of  the  examination  procedures. 

The  most  important  revision  for  CSC  to  make  is  in  the  use  of  the  written 
exam.   The  reasons  for  revision  arc  legal,  professional  and  moral.   The  written 
tests  that  CSC  uses  do  eliminate  a  greater  percentage  of  minorities  than  Whites, 
and  tend  to  relegate  those  minorities  who  do  pa~s  to  the  bottom  half  of  the 
list.  CSC  should  be  willing  to  do  away  with  the  written  exam  solely  on  this 
basis,  that  is,  for  moral  reasons. 

In  addition. to  this,  there  are  professional  reasons.  The  avowed  purpose 
of  personnel  testing  is  to  "screen-in"  the  candidates  who  will  best  perform 
the  duties  of  the  position.   C3C»s  written  exams  have  not  been  validated  to 
see  if  they  do  predict  job  performance  (because  validation  is  both  very 
difficult  and  time-consuming  and  CSC  didn't  have  the  staff- time  to  spare). 
In  reality,  the  written  tests  are  now  used  on  the  assumption  that  they  do 
predict  job  performance,  although  this  has  not  been  proved,  and  is  not  generally 
believed,  even  in  the  upper  levels  of  Civil  Service.   The  tests  are  continued 
on  the  reasoning  that  it  is  the  easiest  way  to  eliminate  large  numbers  r>t 
applicants  and  thereby  saves  time  and  money.   CSC  lias  no  desire  to  give  oral 
exams  to  200  candidates  when  a  written  exam  can  eliminate  150  of  them. 

The  San  Francisco  CSC  is  not  the  only  organization  whose  exams  have 
come  under  fire;  an  article  in  the  August  S,  1071  issue  of  the  SF  Examiner 
said  in  part: 

"Most  Civil  Service  tests  given  by  California  Cities,  Counties  and  school 
districts  are  discriminatory,  whether  international  or  not,  the  California 
Fair  Employment  Practices  Commission  has  been  ".old  here". 

" warne  '  that  in  the  near  future  all  public  employers  will  be 

required  to  demonstrate  the  validity  of  their  selection  tests". 

The  reason  why  so  many  tests  have  been  found  to  be  unfair  is  intrinsic 
to  the  concept  of  the  written  exam  as  well  as  the  content.  An  Equal  Employment 
Opportunities  Commission  publication,  "Personnel  Testing  and  Equal  Employment 
Opportunity"  states,  "The  cr.l  frally  disadvantaged  typically  have  a  cognitive 
style  which  responds  more  to  visual  and  kinesthetic  signals  than  to  oral  or 
written  stimuli". 

Even  when  written  exams  have  been  standardize',  they  often  discriminate 
against  minorities  in  the  following  ways  (tahen  from  "Personnel  Testing  and 
Equal  Employment  Opportunity",  Chapter  1,  "Testing  of  Minority  Group  \pplicants 
Empl  >ymcnt") : 


"Standardized  tests  may  not  provide  reliable  differentiation  in  the  range 
of  the  minority  groups'  scores." 

"Second,  the  predictive  validity  of  tests  for  minority  groups  nay  be  quite 
different  from  that  of  the  standardization  and  validation  groups." 

"Third,  the  validity  of  the  interpretation  of  tests  is  strongly  dependent 
upon  an  adequate  understanding  of  the  social  and  cultural  background  of  the 
group  in  question." 

The  EEOC  publication  also  notes  that  those  who  are  from  culturally  deprived 
groups  tend  to  perform  better  on  the  job  and  in  school  than  their  test  scores 
would  indicate. 

There  is  no  doubt  that  minorities,  in  general,  score  lower  on  written  exams, 
but  recent  exhaustive  studies  by  Dr.  George  Mayeske  of  the  U.  5.  Office  of  Educa- 
tion and  Dr.  Jane  Mercer  of  U,  C.  Riverside  have  shown  that  there  existed  no 
differences  between  various  ethnic  groups  that  cannot  be  attributed  to  socio- 
economic or  cultural  differences. 

The  use  of  written  exams  by  CSC  can  be  summarized  as: 

1.  CSC  uses  tests  that  are  not  validated  and  probably  not  valid. 

2.  These  tests  discriminate  against  minorities. 

3.  Even  validated  (and  standardized)  tests  are  very  likely  to  discri- 
minate. 

Therefore 

4.  Written  exams  should  be  phased  out. 

A  case  for  the  elimination  of  written  exams  can  be  made  on  the  basis  of 
legality  also.   Section  145  of  the  City  Charter  explains  what  sorts  of  exams 
may  be  used  by  CSC  and  further  states  that  they  must  be  able;  "to  test  the 
relative  capacity  of  the  applicants  for  the  positions  to  be  filled."  Since 
CSC's  written  tests  do  not  fulfill  this  mandate,  that  organization  has  there- 
fore been  remiss  in  performing  the  duties  assigned  to  it.   The  same  Charter 
section  also  states  that  the  selection  devices  may  be  written,  oral,  mechani- 
cal jO£  physical  and  therefore  does  not  require  that  a  written  exam  must  be 
given. 

Another  legal  reason  is  even  more  straight-forward.   This  is  the  recent 
U.  3.  Supreme  Court  decision  on  Griggs  Vs.  Duke  Power  Company  which  states 
that  inadvertent  discrimination  through  testing  is  just  as  illegal  as  inten- 
tional discrimination.   It  lists  two  conditions  for  discrimination  to  legally 
exist:   (l)  unequal  rejection  rates  between  minority  and  non-minority  groups 
(2)  no  known  relationship  between  the  screening  device,  and  performance  (no 
validation).   It  further  places  the  burden  of  proof  of  validity  on  the  employelT. 

The  decision  was  based  on  Title  7  of  the  Civil  Rights  Act  which  indicates 
that  a  complainant  need  not  prove  intention  to  discriminate  in  order  to  prosecute 
for  danages,  only  the  discrimination  itself.   The  employer  can  be  sued  on  the 
basis  of  negligence.   Title  7  also  outlines  the  fact  that  screening  devices 
must  be  validated  and  that  discriminatory  employment  practices  cannot  be  justi- 
fied by  claiming  that  there  was  no  intent  to  discriminate.   Another  portion  of 
Title   7   states   that  "neutral"   or  objective   standards   are  not  " 
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necessarily  fair,  equal  treatment  is  not  necessarily  fair  and  subjective  tests 
are  not  necessarily  unfair. 

The  last  statement  opens  the  way  for  CSC  to  exercise  professional  res- 
ponsibility in  equal  opportunity  employment  rather  than  "hiding"  behind1  the 
use  of  supposedly  objective  written  tests.   Extended  use  of  oral  boards  and 
application  review  boards  will  introduce  the  chance  to  ameliorate  the  disadvan- 
tages most  minority  group  applicants  suffer  from  by  use  of  cultural  sensitization. 

In  spite  of  the  impending  eforcement  of  the  Griggs  decision,  CSC  has  not. 
as  yet  developed  any  plan  for  replacing  or  validating  their  written  exams  cince 
it  feels  it  can  justify  those  exams  and  cannot  afford  the  expense  of  replacing 
them.   Although  CSC  may  be  correct  on  trie  latter  count,  it  is  highly  unlikely 
that  it  will  be  able  to  justify  its  written  exams  and  Civil  Service  will  be 
required  to  dispense  with  them  regardless  of  the  availability  of  funds  to  do 
so.   It  would  be  much  more  profitable  in  the  long  run  to  voluntarily  embarh 
on  a  program  of  replacement  of  discriminatory  practices  (especially  the  use 
of  written  exams)  before  it  becomes  legally  necessary  to  do  so. 

While  the  replacement  o^"  the  written  exam  is  by  far  the  most  important 
remedial  action  which  should  be  taken,  changes  in  the  requirements  for  education 
and  work  experience  should  also  be  made. 

In  the  uppsr-levcl . jobs,  high  educational  requirements  are  standard,  yet 
many  of  the  positions  call  for  little  more  than  repetitive  work  and  a  high  turn- 
over rate  for  these  overqualif ied  and  under  used,  employees  is  the  result.   The 
CSC  organization  itself  Is  an  example  of  this:  a  BA  degree  is  required  of  the 
professional  entrance-level  employees,  yet  few  of  the  actual  duties  of  the  class 
are  other  than  routine  clerical  functions.   The  resultant  turn-over  rate  has 
been  one  of  that  department's  most  pressing  internal  problems. 

In  addition  to  the  fact  that  high  educational  attainment  is  not  necessary 
for  many  City  jobs,  these  requirements  tend  to  discriminate  against  minorities 
who,  on  the  average,  have  had  less  opportunity  for  quality  education  than  the 
White  applicants.  Also,  as  Bennett  Harrison  points  out,  education  does  not 
have  the  same  benefits  for  non-'Jhites  as  it  does  for  Whites.   "In  1G  Central 
City  ghettos  in  1965  and  19S6,  high  school  had  three  times  as  high  a  marginal 
earnings  pay  off  for  ghetto  Whites  as  for  ghetto  non-Whites."  This  and  other 
evidence  supports  his  (and  Oscar  Ornati's  of  N.Y.U.)  conclusion  that,  "the 
preponderance  of  Negroes  in  low-wage,  low-skill  occupations. .. ...appears  to 

be  the  result  of  discrimination,  which  is  rationalized  in  terms  of  insufficient 

education  (and  experience) education  (requirements)  may,  in  view  of  the 

persistence  of  discrimination  in  hiring  and  promotion,  prove  to  be  what  is 
familarly  called  a  "cop-out". 

CSC  has  recognized  at  least  part  of  the  problem  which  educational   require- 
ments give  rise  to  and  has  attempted  to  meet  it.   Many  of  the  institutional 
classes  require  8th  grade,  10th  grade  or  high  school  graduation  or  the  equivalent. 
Since  many  minority  applicants  could  not  meet  this  requirement  and  could  not 
pass  the  standard  equivalency  tests,  CSC  joined  with  a  wcll-bnown  psychologis t 
in  devising  an  Educational  Equivalency  Test  which  attempted  to  inlude  only 


a  "culture-fair"  or  non-discriminatory  content.   The  test  does  improve  the  chance 
of  success  of  the  minorities  taking  it  considerably,  but  still  rejects  on  the 
basis  of  attained  educational  level.   Since  minorities  have  had  less  chance  to 
attain  those  levels  and  since  there  is  no  proof  that  the  required  levels  of 
education  are  necessary  to  the  successful  performance  of  the  job,  the  SET  treats; 
a  symptom  and  not  the  cause  of  the  problem. 

CSG  had  a  better  idea  in  the  2302  Orderly  scope  issued  October  29,  1969. 
This  allowed  candidates  who  did  not  meet  the  educational  requirement  to  sub- 
stitute experience  for  education  on  a  year-for-year  basis.   The  only  objections 
to  this  are  (l)  the  education  wasn't  necessary  in  the  first  place,  nor  was  the 
experience  (2)  this  was  allowed  for  only  90  days  and  (3)  the  section  of  the 
exam  announcement  which  allowed  this  was  buried  under  notes,  and  it  is  doubt- 
ful whether  many  who  had  been  earlier  rejected  for  not  meeting  the  educational 
requirement  ever  knew  about  this  temporary  change  in  policy. 

The  experience  requirements  generate  even  more  rejections  and  serve  to  help 
perpetuate  the  current  situation  of  relegating  minorities,  especially  Blacks, 
to  the  lower  institutional-type  jobs.   Since  the  only  jobs  they  can  get  are 
those  they  have  had  experience  in,  they  are,  in  essence,  bound  to  that  type  of 
work  and  restricted  from  obtaining  better-paying  and/or  more  rewarding  work. 

Nor  are  these  work  experience  requirements  usually  necessary  to  insure 
that  the  candidates  have  the  minimum  skills  needed  to  perform  the  duties  of 
the  position.   The  requirements  generally  are  arbitrary  and  used  only  to  keep 
out  the  large  number  of  persons  who  would  apply  for  a  job  advertised  as  "no 
experience  necessary."   This  is  especially  true  of  the  institutional  jobs  which 
do  not  require  a  great  deal  of  skill. 

Recent  experimental  programs  in  the  private  sector  have  shown  that  re- 
arranging educational  and  experience  requirements  to  accommodate  minorities 
did  not  result  in  a  lowering  of  company  production  or  product  quality.  Harrison 
cites  the  following  cases: 

"In  Western  Electric' s  two  'miniplants*  located  in  the  Newark  ghetto  in 
1968,  entrance  requirements  were  substantially  altered  to  eliminate  all  'edu- 
cational requirements  beyond  functional  literacy.*  The  'hard-core'  were  then 
given  on-the-job  and  institutional  training.   Company  officials  discovered 
that  'the  teaching  of  technical  skills  constitutes  only  about  25°J  of  the  effort 
of  the  shops*  supervisory  personnel." 

"During  the  first  years  of  the  Ford  Motor  Company's  'Inner-City  Recruiting 
Programs'  in  1957,  which  served  as  the  pilot  program  for  the  subsequent  JOBS 
program,  more  than  5000  poor  workers  were  placed  in  jobs.   In  a  sample  of  2000, 
about  757o  were  high  school  dropouts.   These  new  workers,  34*'o  of  whom  were 
non-white,  were  evaluated  by  Ford  at  the  end  of  their  first  year  with  the 
company.   They  were  found  to  meet  previously  set  standards  in  terras  of  retention, 
absenteeism  and  capacity  to  adjust." 

"In  place  of  the  conventional  credentials,  IBM  required  applicants  to  take 
a  physical  dexterity  test,  which,  if  passed,  was  followed  by  an  oral  interview. 
In  the  latter,  'a  manager's  judgement  was  enough.'   The  result  of  these  special 
procedures  was  that  ' 677.  passed  the  dexterity  test. ...» exactly  the  percentage 
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that  passed  in  other  plants.'   The  workers  so .hired  displayed  what  IBM 
executives  called  'surprising'  performance  characteristics.   -In  the  first 
six  months  of  operation,  the  absenteeism  rate  was  about  normal  for  an  IBM 
plant.'   Turn-over  rates  were  also  low.   Neither  was  there  the  expected 
vandalism  or  insubordination.   In  fact,  IBM»s  chief  engineer,  'conn  caw  'hat 
the  assumptions  on  which  he  had  based  Ids  planning  were  unduly  pessimistic. 
The  worhers  did  more  and  better  work  than  anyone  i  id  expected. •" 

These  examples  give  evidence  that  reliance  >r.   unnecessarily  high  minimum 
qualifications  screens  out  a  large  number  of  potentially  satisfactory  employees. 
In  view  of  CSC's  inability  to  fill  a  large  number  of  its  permanent  positions 
through  the  current  system,  a  revision  of  the  entrance  standards  would  quite 
probably  prove  to  be  very  beneficial  to  the  City  employment  structure. 

Removal  of  the  written  exam  will  throw  the  main  burden  of  examination 
and  ranking  of  candidates  on  the  oral  interviewer  and  application  review  board. 
Revising  the  minimum  qualifications  './ill  increase  the  number  of  applicants 
for  positions  dramatically.   A  revision  of  basic  procedures  and  practices  will 
be  necessary  to  make  the  system  work. 

First  of  all,  the  positions  should  be  filled  as  quickly  as  possible; 
waiting  periods  of  one  month  (about  the  shortest  for   CSC  positions)  are 
much  too  long  when  one  considers  the  speed  with  which  an  applicant  can  get 
a  job  In  the  private  sector.   Positions  should  remain  open  for  days,  not  months. 
To  speed  up  the  process,  the  application  period  should  be  shorter;  this  would, 
of  course,  demand  that  adequate  notification  of  all  the  various  communitioc 
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to  reach  the  minority  communi ties.  Spanish-language,  Oriental  and  Black 
community  newspapers  and  radio  stations  should  all  be  utililized. 

CSC  also  needs  a  few  people  who  will  constantly  work  in  the  minority 
communities  to  inform  them  of  up-coming  civil  service  exams  and  what  the 
steps  are  for  qualifying  —  in  short  a  positive  recruitment  team. 

There  is  no  rule  that  requires  an  "entrance"  exam  to  be  open  for  a 
set  number  of  days,  so  this  can  be  changed  with  no  great  difficulty.   The 
shortening  of  the  period  of  application  will  also  cut  down  on  the  problem 
of  a  huge  number  of  applicants  for  only  a  few  jobs.   Also,  if  written  exams 
are  not  given,  the  applicants  for  a  position  where  the  turn  out  has  been 
poor  will  not  have  to  wait  si::  months  until  there  are  enough  candidates  to 
warrant  holdinQ  an  exam;  they  can  be  given  orals  almost  immediately,  thus 
en tting  down  on  the  "no  response"  drop  off. 

Huge  amounts  of  time  arc  taken  by  the  present  functioning  of  the  protest 
procedure.   The  elimination  of  the  written  exam  would  cut  down  on  the  loss 
due  to  inspection  of  the  answers  and  resultant  protests,  which  is  allowed 
by  the  City  Charter  and  is,  therefore,  almost  impossible  to  change.   The  only 
other  protest  the  Charter  provides  for  is  at  the  time  the  final  list  of 
eligibles  is  adopted  (Sec.  147.1).   Since  the  other  protests  are  provided  for 
in  the  CSC  Rules,  these  can  he  changed,  though  with  some  difficulty  to  allow 
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these  protests  to  be  made  only  at  the  time  of  the  "posting"  of  the  list  of  eligible: 
prior  to  its  adoption. 

Orals  (or  reviews  of  applications  such  as  was  utilized  for  2320  ricgistcrcd 
Nurse)  should  be  held  as  soon  as  possible  after  the  applications  have  been  sub- 
mitted.  The  oral  board  would  be  multiracial'  and  consist  of  CSC  staff  who  had  been 
specially  trained  in  interviewing  and  "sensitized"  to  the  cultural  differences 
that  exist  between  various  ethnic  groups.   For  those  classes  where  very  specialized 
knowledge  is  required,  outside  experts  who  have  als^>  'eon  trained  could  be  called 
in  as  consultants,  but  the  oral  board  should!  still  consist  of  a  majority  of  pro- 
fessional interviewers.  CSC  does  have  the  staff  talent  necessary  to  make  this 
work,  but  it  is   presently  being  wasted  on  clerical  tasks  necessary  to  the  nrescnt 
system.   The  same  structure  can  be  applied  to  the  concept  of  a  review  board. 

The  proposed  examination  process  would  run  some  tiling  like  this: 

1.  A  specific  classification  or  related  series  of  classes  Is  assigned  to  one  of 
CSC's  "teams"'. 

2.  The  team  is  responsible  for  widespread  notification  about  the  availability  of 
the  position  at  ler.st  a  week  before  the  class  is  opened  for  application.  Posting 
notices  in  selected  areas  along  with  community  newspaper  ads  and  n^n- written 
communication  such  as  radio  "spcts"  should  be  utilized,  as  -..ell  as  contact  with 
Community  organizations.   The  team  would  also  be  responsible  f  >r  0'-tting  the* 
name."  of  any  LT  employees  and  personally  notifying  then  of  the  pending  exam. 

3.  Applications  would  be  turned  into  the  team  directly  and  immediately  spot- 
checked  as  to  qualifications;  those  applicants  that  are  qualified  will  be  given 
an  appointment  for  the  oral;  this  oral  should  be  no  later  thru  Fridaj  >f  the 
vreeli  the  class  opens.   The  class  should  remain  open  onlj  one  or  two  days.  This 
of  curse,  presupposes  adequate  notification  of  sll  ethnic  c  .immunities  in  the 
City.   For  those  classes  where  a  review  boar'  is  lsed,  the  ranking  of  applicants 
on  the  basis  of  their  qual:'  f  ic-tions  as  set  down  :n  the  application  should  like- 
wise be  held  as  soon  as  possible.   (not  later  than  the  end  of  the  week). 

Protests  could  be  allowed  at  the  adoption  of  the  list,  and,  if  possible 
the  time  the  list  is  opened  to  pretest  should  also  be  cut  down.  Requests  for 
reconsidei-ation  of  a  protest  should  also  be  eliminated. 

The  three-man  CSC  Commission  would  be  asked  to  speed  up  their  decisions 
on  protests.   The  current  practice  of  postponing  or  "putting  over"  appeals  and 
protests  seems  to  delay  the  adoption  of  lists  and  is  generally  dun  to  an  over- 
loaded meeting  agenda.   This  can  be  remedied  by  allowing  CSC  staff  to  rule 
administratively  on  those  questions  and  problems  that  are  actually  too 
technical  for  the  commissioners  to  deal  with.   The  current  situation  is  the 
same  as  the  California  legislature  voting  on  whether  Market  street  should  be 
open  to  two-way  traffic  or  not.   Technical  decisions  should  '.0.  made  by  experts 
in  the  field.   In  addition,  the  commission  should  depend  more  on  expert  advice 
than  it  presently  does  and  should  seek  to  promote  those;  practices  which  are 
beneficial  to  the  greatest  number  of  nersons. 
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Finally,  due  to  the  non-structured  entrance  procedure,  candidates  would 
have  the  best  test  of  ability  there  is,  actual  testing  on  the  job.  The  six 
months'  probationary  period  should  be  a  very  real  part  of  the  exam  process 
and  not  the  rubber-stamp  it  is  now.   If  an  employee  cannot  or  will  not  perform 
the  duties  of  a  por.ition  after  remedial  action  has  been  taken,  he  should  be 
terminated.   A  multiracial  review  board  should  be  set  up  to  screen  the  evidence 
for  dismissal  and  either  approve  or  disapprove  the  termination. 

This  proposed  program  does  require  a  grcrt  many  changes,  and  it  docs 
place  a  great  deal  more  power  into  CSC's  hands.  However,  the  changer,  are 
desperately  needed,  and.  the  power  this  would  give  to  Civil  Service  is  also 
needed  and  is  not  any  more  than  most  other  Civil  Service  organizations  have. 
The  best  safeguard  against  misuse  of  this  power  is  that  CSC  would  be  given 
a  chance  to  become  a  viable  agency  am1  would  be  exposed  to  an  illuminating 
publicity.   Any  abuse  of  these  new  powers  would  therefore  be  widely  advertised 
and  condemned.   CSC  would  never  get  another  chance  to  "clean  house".  The  fact 
that  people  will  no  longer  meekly  submit  themselves  to  a  1030* s  style  institu- 
tional testing  process  where  the  welfare  of  the  institution  or  agency  is 
considered  more  important  than  the  welfare  of  the  candidates,  coupled  with  CSC*s 
very     real  desire  to  clean  up  the  wreckage  that  the  present  system  has 
created,  is  both  the  reason  a  new  system  should  be  institutional  and  the 
reason  it  will  succeed. 
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